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ABSTRACT

Leadership Practices: Perceptions of Principals and Teachers in Sullivan County
by
Mary E. Rouse

The purpose of this study was to determine if the teachers in Sullivan County perceive that
principals used the same leadership practices as the principals reported they use.

The researcher used the survey method of data collection in which 897 teachers were given the
opportunity to participate and 576 teachers returned completed surveys (63.2%). In addition, 29
out of 29 principals participated in the research (100%). The Leadership Practices Inventory
(LPI) (Kouzes & Posner, 2003a) was used to gather information regarding the principals’
leadership practices. Principals self-reported their perception of their leadership practices,
whereas teachers reported their perceptions of their principals’ leadership practices.

Two major findings of this study were that principals reported significantly higher levels of each
leadership practice than both the Kouzes-Posner norms and their teachers’ perceptions of their
principals’ leadership practices.

In addition, there was no difference between male and female teachers’ perceptions of their male
principals’ leadership practices. However, there were significant differences between male and
female teachers’ perceptions of their female principals’ leadership practices for all five
behaviors. In each case, male teachers evaluated their female principals’ leadership practices
higher than did female teachers.
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CHAPTER 1
INTRODUCTION
Educational accountability has changed nearly everything. Superintendents and local
school boards no longer can be satisfied with principals who simply place teachers in the
classroom, provide textbooks, and get students to attend school. Increasingly, schools
and school leaders are being judged on their progress in teaching most students to the
standards that only the “best students” were expected to meet in the past. This means that
future school leaders must have indepth knowledge of curriculum, instruction, and
student achievement. (Bottoms, n. d., p. 1)
Schools must now function in a world that is changing at accelerated rates; therefore,
educational leaders have to operate in situations that are “increasingly complex and constrained”
(Fullan, 1992, p. 19). In other words, the leadership practices of yesterday are not adequate to
meet tomorrow’s needs. Educational leaders who do not adapt to this change remain equipped to
deal with a world that no longer exists. Educators now face the challenges of determining how
to create leadership to effectively and ethically meet the needs of today’s students.
Reeves (2002) stated that leadership was an intimidating subject and an even more
challenging role. There are more than 26,000 books in print that claim to be about leadership;
thus, if description and instruction were sufficient, one would think that the world is filled with
successful leaders. Yet, if every educator were asked to name the truly good leaders he or she
knows, would there be more than a dozen? Excellence in leadership is rare.
The growth in size and complexity of institutions of learning in the United States has
brought with it many new problems and challenges for the educational administrator. New
standards and performance indicators are turned into restrictive evaluation measures that often
disregard the diverse contextual realities in which an education leader must function. Inadequate
attention is given to schools as socially constructed institutions and leadership as an interactive
process; therefore, pressures arise regarding mandates and state and federal regulations.
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Great skill is required for successful management of the modern school, and it is obvious
that the caliber of the person selected for the principalship plays a major part in determining the
scope and quality of the educational program that will be developed in a school district. The
principal of a school is the most visible, most vulnerable, and, potentially, the most influential
member of the educational organization. To be an effective leader, one must have the ability to
diagnose his or her environment and adapt his or her leadership style to fit the demands of the
environment (Hersey & Blanchard, 1982). Principals must convey that teachers can improve
students' performance and that students themselves are capable of learning.
Obviously, principals are direct extensions of the directors of schools; therefore, both
must have the same vision. In addition, teachers must share this vision to move the system
forward. Bennis (1989) stated that the essential thing in organizational leadership was that the
leader’s style pulls rather than pushes people forward. A pull style of influence works by
attracting the energizing people to an exciting vision of the future. This style of leadership
motivates by identification rather than by thoughtful rewards and punishments. According to
Reitzug (1994), within the mind-set of bureaucratic control, certain assumptions exist concerning
educational organizations and their members. These include the belief that the principal and
other school administrators can make the goals of the organization specific enough so as to make
them reachable and measurable, that educators can specifically determine how to reach these
goals, and that the leader can control or influence those involved to reach and attain
predetermined goals in the ways set forth by leadership. Consequently, the responsibility for
attaining organization goals is the responsibility of the leader. Bennis (1991), Glickman (1990),
and Reitzug maintained that some of the best and brightest teachers have left public schools
because administrators denied them a voice in the decision-making process. The nationwide
demand to improve students' performance and the cries for school accountability grow louder
across the country as 49 states now have mandated curriculum standards. The principal must
lead this charge on a daily basis. Although a variety of educators are all critically involved in the
12

quest for accountability and the accomplishment of higher standards, it is the building principal
who has the responsibility for results placed squarely on his or her shoulder. The National
Association of Secondary School Principals (2002) stated that one of the guiding principles in
the development of their position paper on Principal Shortage was:
Principals are dealing with increased job related stress, heightened accountability, new
curriculum standards, educating an increasingly diverse student population, addressing
social issues that once belonged at home or in the community while facing possible
termination if their schools don’t show instant results. (p. 1)
A principal’s leadership skills and, more specifically, his or her leadership practices and
behavior may play an important role in how well he or she handles responsibilities. The
principal must lead the charge on a daily, weekly, and annual basis to improve test scores and
provide a safe environment for all students. Within a positive school community, the principal
must develop a community of trust and respect (Gresso & Robertson, 1992). To do so, he or she
needs to articulate a clear vision, inspire, collaborate, become involved in evolutionary planning,
and empower others (Barth, 1988).
A campaign to hold all educators accountable for the quality of public education is
gaining momentum. Effective leadership is considered a key factor in achieving such successful
educational services (Schlechty, 1990).
In an Educational Research Service survey conducted for the National Association of
Secondary School Principals (Holland, 1997), the results indicated that many teachers were
unwilling to accept more responsibilities, work more hours, and in some cases, take a pay cut or
accept a small pay differential from teaching to enter administration. Other reasons given ranged
from stressful conditions to lack of resources.
Kouzes and Posner (2002a) have conducted research since the 1980s on leadership and
leadership styles. Their 5 practices and 10 commitments of exemplary leadership make up a
self-survey and an observer survey that was used in this research.
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Significance of the Study
Principals are not automatically vested with the skills required to be effective
administrators by virtue of having been teachers. Drucker (as cited in Hesselbein, Goldsmith, &
Beckhard, 1996) pointed out that it does not matter what kind of organization a person works in;
one can find opportunities to learn about leadership from all organizations--public, private, and
nonprofit.
As cited in Viadero (2003), three researchers, Waters, Marzano, and McNulty, found that
“For an average school, having an effective leader can mean the difference between scoring at
the 50th percentile on a given achievement test and achieving a score 10 percentile points higher”
(p. 7). As reported by Viadero, the variable making the most difference on a school’s test scores
was the extent to which the leader understood the details and the undercurrents of running a
school and used this knowledge successfully.
According to Reilly (2005):
Whether you are a superintendent, technology director, principal, or classroom teacher,
developing your leadership skills is fundamental to your success. Educational
technologists have been spending far too much time, energy, and money on bits and
bytes. We need to shift the focus from systems to people and begin real leadership.
When we begin to put people first, we finally realize the fruits of our investments. (p. 20)
Principals lead in different ways. Obviously, some principals are more effective than
others are. The nation's educators are in a state of confusion trying to sort through the No Child
Left Behind Act of 2001 and the mandates it contains. President George W. Bush (2004) stated
in a letter accompanying a No Child Left Behind publication:
Education is the gateway to a hopeful future for America's children. America relies on
good teachers to pass on the knowledge and skills our young people need to achieve their
dreams. I commend America's teachers for your dedication to excellence in the
classroom. By setting high standards and believing in each student, you make a real
difference in their lives and in the life of our country. (p. iii)
Educators in Sullivan County are interested in the current leadership at the school level and in
maximizing the strengths of those leaders in order to improve the system and meet the
requirements of No Child Left Behind.
14

In educational literature, there has been a great deal of research on leadership
personalities, leadership styles, leadership satisfaction, and leadership practices. However,
information pertaining to the principals and their leadership practices in Sullivan County is
absent. The results of this study might begin to fill this gap. There is a need for educators in
Sullivan County to learn from one another and to share the knowledge and skills they have
attained through experience. As the number of retiring, experienced individuals increases and
younger, inexperienced leaders move into positions of responsibility, opportunities for sharing
knowledge and developing leadership competencies will increase in importance. The next step
then is to provide the needed support to allow principals to accomplish their expectations of
leading the educational community.
The purpose of this study was to determine if there was a difference between principals'
perceptions of their own leadership practices and kindergarten- through 12th-grade teachers'
observed perceptions of their principals’ leadership practices in Sullivan County.
In an effort to improve principal leadership practices, the director of schools in Sullivan
County and the Sullivan County school board could benefit from an understanding of the degree
of alignment in the perceptions of principals’ leadership practices and teachers’ perceptions of
those practices. The population for this study includes 29 principals and 576 teachers from
Sullivan County.
One of the greatest challenges in the completion of this task has been the development of
leadership practices that promotes learning. The results of this study might help to illuminate the
degree to which a principal’s leadership practices impact teachers’ perceptions and might aid
principals in choosing a leadership style that successfully promotes the learning process.
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Research Questions
1. To what extent is there a difference between the self-reported leadership practices of
principals in the current study and the Kouzes-Posner norms for these leadership
practices?
2. To what extent is there a difference among elementary, middle, and high school
principals and principals’ leadership practices?
3. To what extent is there a difference between male and female principals and their
leadership practices?
4. To what extent is there a difference among principals with masters, education
specialist, and doctoral degrees and their leadership practices?
5. Is there an association between principals’ age, number of years in their current
position, and number of years of service as a principal and their leadership practices?
6. To what extent is there a difference between principals’ perceptions of their
leadership practices and their teachers’ perceptions of their principals’ leadership
practices?
7. To what extent is there difference among elementary, middle, and high school
teachers and their perceptions of their principals’ leadership practices?
8. To what extent is there a difference between male and female teachers and their
perceptions of their principals’ leadership practices?
9. To what extent is there a difference among teachers with bachelor’s, master's,
education specialist, and doctorate degrees and their perceptions of their principles’
leadership practices?
10. Is there an association between teachers’ age, number of years in their current
position, and number of years of experience and teachers’ perceptions of principals’
leadership practices?
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11. To what extent do male and female teachers evaluate their male and female
principals’ leadership practices differently?

Assumptions
1. The instruments used in the study measure perceptions of leadership practices.
2. The data collected were accurately interpreted to reflect the perceptions of the
principals and teachers surveyed.
3. It is assumed that all respondents answered all survey questions honestly and to the
best of their abilities.
4. It is assumed that all respondents were qualified to provide accurate responses.

Limitations and Delimitations
1. This study was limited by the accuracy of the information obtained exclusively from
teachers and principals who volunteered to participate. There is the possibility that
the perceptions of those who volunteered to participate may differ from the
perceptions of nonparticipants. In addition, some teachers and principals failed to
respond to specific items on the survey.
2. This study was delimited to the perceptions of principals and teachers in Sullivan
County.
3. The results of this study may not be generalized but may be transferable depending
upon the degree of similarity between districts, school demographics, and principals'
leadership practices.
4. The study was delimited to the Leadership Practices Inventory (Kouzes & Posner,
2003a).
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Definitions of Terms
The following definitions are provided to ensure uniformity and understanding of these
terms throughout the study. The various authors that have been quoted had numerous definitions
of the term "leadership"; therefore, I have included a wide variety of definitions.
1. Leadership- Leadership is the ability to make what one believes happen (Barth, 1988,
p. 639).
2. Leadership- Bass (1990) asserted that leadership in schools is often the factor that
determines whether there is success or failure in the institution.
3. Leadership--Leaders manage the dream. All leaders have the capacity to create a
compelling vision, one that takes people to a new place, and the ability to translate
that vision into reality (Bennis, 1999, p. 5).
4. Leadership--Individuals who display high levels of persistence, overcome significant
obstacles, attract dedicated people, influence groups of people toward the
achievement of goals, and play key roles in guiding their companies through crucial
episodes in their history (Collins & Porras, 1997).
5. Leadership--Drucker (as cited in Hesselbein et al., 1996) stated, “The only definition
of a leader is someone who has followers. Some people are thinkers. Some are
prophets. Both roles are important and badly needed. But without followers, there
can be no leaders” (p. xii).
6. Leadership--The process of influencing the activities of an individual or a group in
efforts toward goal achievement in a given situation (Hersey & Blanchard, 1993).
7. Leadership--Leadership is the development of vision and strategies, the alignment of
relevant people behind those strategies, and the empowerment of individuals to make
the vision happen despite the obstacles. Leadership works through people and
culture. It is soft and hot (Kotter, 1999, p. 14).
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8. Leadership--Leaders produce consent; others seek consensus. Consent is given to the
confident and composed, those with firm and persuasive convictions. Only people
who believe in themselves generate believers. Nor is it a matter of charisma. It is
about inner strength and clearly articulated views that are convincingly based on deep
experience and solid judgments. Arrogance and swagger sometimes work, but then
things fall apart (Levitt, 1991, p. 3).
9. Leadership--Leadership focuses predominantly on purpose and systemic structure.
Leaders teach people through the organization to do likewise (Senge, 1990).
10. Leadership--Example is leadership (Schweitzer, as cited in Kaiser, Mundry, Stiles, &
Loucks-Horsley, 2002).
11. Leadership--The function of leadership is to cope with change (Shtogren, 1999).
12. Leadership--Strategic leaders must have a sense of vision and ability to set broad,
lofty, goals and steer a course toward them but with the insight and flexibility to
adjust both the course and the goals as the horizon becomes clearer (Vicere &
Fulmer, 1997).
13. Leadership Practices Inventory (LPI)--The Self and Observer Leadership Practices
Inventory was developed by Kouzes and Posner (2003a) with over 18 years of
research that has included 4,000 cases and over 200,000 surveys. Kouzes and Posner
(2003a) translated the actions that make up the five practices of exemplary leadership
into behavioral statements so that managers and nonmanagers, across both private and
public organizations, could assess their skills and use the feedback to improve their
leadership abilities. The LPI Self and Observer is a 30-item instrument.
14. Perception--The process, act, or faculty of perceiving (Morris, 2004).
15. Perceive--To become aware of directly through any of the senses; especially to see or
hear; to take notice of; observe, detect; to become aware of one’s mind, achieve
understanding of; apprehend (Morris).
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16. School Principal--The chief building administrator who is qualified according to the
State Board of Education and certificated by the Department of Education for the
State of Tennessee.
17. Teacher-- One who teaches; especially one whose occupation is to instruct; to impart
knowledge or skill, to give instructions to, to cause to learn by example or experience
(Morris).

Overview of the Study
The study is organized into five chapters: Chapter 1 contains the introduction, the
significance of the study, the research questions, assumptions, limitations, definitions of terms,
and an overview of the study.
Chapter 2 includes a review of the related literature. Chapter 3 consists of the selected
research methodology and instrumentation used in the study. Chapter 4 presents the findings and
the analysis of the data. Chapter 5 provides a summary of the study with conclusions and
recommendations.
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CHAPTER 2
REVIEW OF RELATED LITERATURE

The review of literature provides a comprehensive look at the topics of leadership and
leadership practices. In a review of leadership, Stogdill (1974) wrote that there are almost as
many definitions of leadership as there are people who have tried to define it. According to
Stogdill (1950), the process of leadership influences group activities toward goal setting and goal
achievement. Hollander (1978) observed, “Leadership is a process of influence between a leader
and those who are followers" (p. 1). Leadership was examined by defining what it is that leaders
do according to the research. A review of the leadership practices and behaviors researched by
Kouzes and Posner (2002a) will also be presented.
Fullan (1992) discussed a study commissioned by the Toronto, Canada, Board of
Education in which 137 principals were surveyed about their perceptions of their effectiveness as
leaders over a period. The following results were found:
1. A decrease in principal effectiveness over time was reported by 61% of the
participants.
2. Of the principals, 72% said they felt there had been a decrease in the trust levels of
their leadership.
3. In response to whether the principals felt they could effectively fulfill all the
responsibilities assigned to them, 71% responded with no.
Farkas, Johnson, Duffett, and Foleno (2001) found in a survey funded by Wallace-Reader’s
Digest as part of LEADERS COUNT that 57% of the principals surveyed stated that even good
administrators were being overwhelmed by the ongoing management part of doing their jobs and
that it was halting the principals’ opportunities to provide the vision and leadership they would
like.

21

Kouzes and Posner (1999) in their book, Encouraging The Heart: A Leader’s Guide to
Rewarding and Recognizing Others, shared a study that dealt with the importance of
communication and feedback as a tool to keep stress under control.
As Kouzes and Posner (1999) examined the principals' position, they said it was safe to
say that principals wear many hats. The administrator, who does not understand with clarity the
scope and responsibility of his or her position and the contradictory expectations that occur with
and among students, teachers, and parents, help to contribute to an unhealthy environment.
However, the authors found that increased preparedness and over-learning were ways of helping
the individual to cope with the everyday stresses of the principalship. Former high-school
principal, Stanley Thompson, who currently manages the Brown University research project,
“Breaking Ranks in the Ocean State,” said of the principalship, “It’s a demanding job that
requires you to do the impossible” (as cited in Kouzes & Posner, 2002a, p. 16).

Leadership Background
The Book of Romans in The Leadership Bible (Buzzell, 1998) provided a comprehensive
summary of the human condition. This book furnishes leaders with an indepth assessment of
who they are in the face of a Holy God and how they must respond to His word. Romans 12:7-8
records:
If it is serving, let him serve; if it is teaching, let him teach; if it is encouraging, let him
encourage; if it is contributing to the needs of others, let him give generously; if it is
leadership, let him govern diligently; if it is showing mercy, let him do it cheerfully.
(p. 1333)
Covey’s (1989) book Seven Habits of Highly Effective People is a synergistic product of
many minds because it was a result of reviewing 200 years of literature about success as a part of
his doctoral program. Interestingly, Covey responded that he was able to determine that the
success literature of the past 50 years had been superficial and had dealt with “social image
consciousness, techniques, and quick-fixes” (p. 18). That was in sharp contrast to the first 150
years of the literature of success that he determined dealt with such character issues as integrity,
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humility, temperance, courage, justice, and simplicity. He said that the emphasis in success had
shifted from what he called the “character ethic” to what he termed the “personality ethic”
(p. 18). Because of things that Covey was experiencing in his family, his study of perception,
and his study of the success literature, he experienced what he described as one of those "Aha!"
experiences in life where suddenly things click into place” (p. 21). He was able to suddenly see
the powerful impact of the personality ethic and its subtle discrepancies on his life.
Covey (1989) concluded that some of the elements of the personality ethic were essential
for success; however, he suggested that they were secondary traits and not primary. Essential for
success or effectiveness were those character traits that established trust. Without trust, which
the character ethic produces, Covey said that long-term relationships could not be established
and that people could not experience effectiveness and long-term success. Covey did not call the
results of his work leadership; instead, he focused on the habits of effective people.
According to research conducted by Leithwood, Louis, Anderson, and Wahlstrom (2004),
different forms of leadership are described in the literature using adjectives such as
“instructional,” “participative,” “democratic,” “transformational,” “moral,” and “strategic” (p. 4).
However, according to the authors, no matter which descriptor was used, there were two
essential objectives critical to any organization’s effectiveness: helping the organization set a
defensible set of directions and influencing members to move in those directions. The lesson
here was that educators and the public need to be skeptical about leadership by adjective.
Sometimes these adjectives have real meaning, but sometimes they mask the more important
underlying themes common to successful leadership regardless of the style being advocated.
When one begins to try “to get a handle” on a definition of leadership, it becomes
apparent that there is not a standard definition that is agreed upon by the various organizational
writers, researchers, and scholars. In fact, Bennis (1989) compared leadership to beauty when he
stated that leadership is hard to define, but, "like beauty, you know it when you see it" (p. 34).
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While it may be true that there are disputes over the definition of leadership, Bass (1990)
asserted that leadership in schools is often the factor that determines whether there is success or
failure in the institution. As the leader of the school, the principal must help teachers become
believers in the job they perform and in their potential to facilitate change. According to Bolman
and Deal (2001), stories of how hard it was for teachers to keep the faith and press on in the
environment of lukewarm public support were numerous. The principal, as the leader, helps
teachers to appreciate their significance and the importance they play in the lives of young
people. Erikson (1979) stated that in examining schools, educational administrators often focus
on the school as a formal organization and ignore the organization of schooling as a social
process.
Burns (1978) recorded the early groundwork for transformational leadership theory.
Burns tried to capture a broad meaning of leadership especially from his political work that had
application to all situations. From that broad description, he described two types of leadership-transactional and transformational. He defined leadership as “The reciprocal process of
mobilizing, by persons with certain motives and values, various economic, political, and other
resources, in a context of competition and conflict, in order to realize goals independently or
mutually held by both leaders and followers” (p. 425). The key for Burns was the nature of and
purpose of the goals. If the object of an interaction was to aid the individual safe-interests of the
persons or groups, then that was transactional leadership. An example that Burns used was
bartering situations in early America where a colonist might trade beads to a Native American
for food. The transactions between leader and follower resulted in realizing the individual goals
of both. He indicated that values such as honesty, fairness, and the honoring of commitments
regulated transactional leadership. Burns called these values modal or values of means.
The premise of transformational leadership is that people work together in spite of
personal interests to unite in pursuit of higher goals. According to Burns (1978), this happens
when a significant change occurs that represents the collective interests of the group.
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Transformational leadership is concerned with end values such as liberty, justice, and equality.
Burns noted that these leaders could “raise” the motivational level of their followers through
levels of morality.
Bass (1985) borrowed from the work of Burns (1978) and proposed a transformational
theory of leadership. Bass (1985) considered transactional leadership as a transaction of rewards
for compliance. Transformational leadership was a resulting effect on followers caused by the
leader and that effect was trust, admiration, and respect. As a result, the followers were
motivated to perform at a higher level than they were expected to perform (Bass, 1985).
Burns (1978) observed that while leadership was constantly studied, it remained a hardto-understand phenomena. Leadership, according to Burns, is performed in order to meet goals
that are held by both leaders and followers. He explained, “All leaders are actual or potential
power holders, but not all power holders are leaders” (p. 18).
Peters and Waterman (1982) questioned the importance of leadership, stating:
We must admit that our bias at the beginning was to discount the role of leadership
heavily if for no other reason than that everybody’s answer to what’s "wrong" or "right"
with whatever organization is its leader. Our strong belief was that the excellent
companies had gotten to be the way they were because of a unique set of cultural
attributes that distinguish them from the rest, and if we understand those attributes well
enough, we could no more than just mutter "leadership" in response to questions like
"Why is J and J so good?" Unfortunately, what we found was that associated with almost
every excellent company was a strong leader (or two) who seemed to have had a lot to do
with making the company excellent in the first place. (p. 26)
Throughout the years, articles on leadership have proliferated; numerous leadership
books are published, and leadership and management helpful hints are available in print as well
as published on the Internet. Leaders and principals now have a steady diet of “how to” become
a successful leader. Even so, have the number of successful leaders increased at the same rate as
the publications?

25

Leadership
McLane wrote in the Forward section of the book, The 5 Pillars of Leadership (Meyer &
Slechta, 2002):
Leadership is a timeless river flowing endlessly toward the great vast tomorrow. Equally
timeless is the need to shape and mold the river’s channels. The effort to continually
remanufacture leadership continues as men and women seek new ways to guide, manage,
and motivate others. All organizations build upon three key strengths: an intimate
knowledge of where the group intends to go and how it will get there, the ability of both
leaders and team members to focus on a productive contribution to themselves and
others, and the common desire to do whatever is necessary to achieve a positive outcome.
A leadership gap is created whenever one or more of these elements are neglected or
underdeveloped. (p. 13)
Meyer and Slechta (2002) emphasized that at no other time in history has there been such
a demand for effective leadership. The essence and challenge was for effective leadership to
accentuate the good decisions and then find a way to reshape the bad. Meyer and Slechta noted,
“Part of the universal challenge of leadership is defining it in a way that will apply to virtually
everyone” (p. 19). Leadership is not defined by title, position, style, personality, or possession of
certain skills. While the aforementioned showed up externally, the authors agreed they were not
the essence of leadership. Meyer and Slechta contended that trust, commitment, and loyalty
were not by-products of success but rather the causes of success. In their writings, Meyer and
Slechta defined three foundational elements to leadership: (a) leaders had integrity, (b) leaders
possessed a servant’s heart, and (c) leaders were cognizant of the concept of stewardship.
Integrity dealt with understanding the long-term consequences and whether what one was doing
as a leader created benefits. A leader with a servant’s heart was a giver, always eager to be of
service to others. The developed leader with a servant's heart was one who genuinely cared
about those he or she lead. As pointed out by Meyer and Slechta, a leader who honors
stewardship believes in and acknowledges human potential as the most important thermostat in
an organization.
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According to Drucker (2001), the real question becomes: leadership to what end?
Leadership is a means, not an end, and by itself is neither good nor desirable. Drucker listed the
requirements of leadership:
1. A leader must set and have goals, a vision, and a mission;
2. a leader must realize that leadership is a responsibility not a rank or privilege;
3. the leader sees others’ successes for what they are and works to develop strong
associations;
4. the leader earns the trust of others; and
5. the leader understands that the ultimate task of leadership is to support human
energies and human vision. (p. 271)
Kotter (1999) said, “Institutionalizing a leadership-centered culture is the ultimate art of
leadership” (p. 65). According to Drucker (2001), one does not manage people; one leads them.
The goal of leadership is to “make productive specific strengths and knowledge of each
individual” (p. 81). Drucker also noted that the only real definition of a leader is someone who
has followers.
Cronin (as cited in Bass, 1990) declared leadership as the ability to make things happen
that would not have happened if the leader’s influence was not present. Bass (1990) cited others
as agreeing that leadership was about consensus and commitment to a common set of objectives.
During their work in investigating separate definitions for the term management as opposed to
leadership, Montana and Charnov (2000) offered this definition of leadership: “[It is] working
with and through people to accomplish the objectives of both the organization and its members”
(p. 1).
As the terrain of organizational life grows increasingly rocky and demands upon
principals as educational leaders increase, more and more educators are seeking assistance in
ways to handle the additional pressures (Krone & Dougherty, 1999). As noted by Fisher (1998),
they are increasingly judged by how well they handled themselves and one another.
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Leithwood and Riehl (2003) concluded that school leadership had significant effects on
students' learning second only to the effects of the quality of curriculum and teachers’
instruction. They also contended that the effects of leadership appeared to be mostly indirect:
Leaders influenced students' learning by helping to promote a vision and goal, and by ensuring
that resources and processes were in place to enable teachers to teach well. The term
"instructional leader" was a catch-all phase for many years. It was used more as a slogan than as
an active guide to improving schools.
Waldman, Bass, and Yammarino (1990) pointed out that transformational leadership did
not replace transactional leadership but actually added to it. Bass (1990) stated,
“Transformational leadership contributes to effective leadership under stress” (p. 652). The
charisma of a transformational leader helps others to feel a better system of support and identity.
The transformational leader was able to convert a crisis into a development challenge (Bass,
1990).
Transformational leadership was many times described as uplifting, mobilizing, or even
aspiring. According to Burns (1978), “Transformational leadership ultimately becomes moral in
that it raises the level of human conduct and ethical aspiration of both the leader and lead, thus it
has a transforming effect on both” (p. 20). Yukl (1998) said that transformational leaders
worked to build commitment to the objectives of the organization and then worked to empower
followers to achieve the objectives.
Kuhnert and Lewis (1987) suggested that the real source of transformational leadership
was based in the personal beliefs and values of the leader. The leader’s job was to unite
followers and to change goals and/or beliefs that would allow for higher levels of performance
than was thought possible. Silins’ (1992) and Leithwood’s (1994) research lead them to
conclude that transformational leadership was of significant value when it came to the
restructuring of schools and that it was the transformational leaders who had positive effects on
schools.
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Sergiovanni (1992) used the basic principles of transformational leadership to do a
critique of the school reform movement in his book on school reform and moral leadership.
According to Liontos (1992), transformational leaders inspired higher levels of commitment and
capacity amongst staff. They generated greater effort and productivity to develop a more skilled
practice. They increased the capacity of the organization to continuously improve. Liontos
stated that transformational leaders had the following qualities:
1. an idealized vision;
2. a shared perspective and vision making him/her likeable to lead;
3. a strong articulation of future vision and motivation to lead;
4. a personal power based on expertise, respect, and admiration of a unique hero; and
5. the ability to transform people to share the radical changes advocated. (pp. 1-5)
Roberts (2001) applied his horse-training philosophy to human relations. Roberts and his
wife were foster parents to 47 children. He also lectured to business and educational groups.
Roberts' philosophy was that one must convince animals, children, and employees to "join up."
He pointed out that with trust one built a cooperative human spirit in which one did not need to
threaten, force, or intimidate. Trust, respect, and communication were the keys to fruitful
relationships. Leaders needed to learn to listen (Roberts).

Modeling the Way: Ethical Leadership
Maxwell and Dornan (1997) observed that people were often influenced by what they
saw, not necessarily what they heard, and that the first impression was sometimes all they got.
Children modeled their parents and did what they did more often than not. Modeling was a
powerful influence, either positively or negatively (Maxwell & Dornan).
Goleman (1998) observed that true education was about wisdom as well as knowledge
and skills. If this is true, then educational institutions need leaders with more than leadership
knowledge and training; there is also a need for wisdom and for knowing the right thing to do.
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According to Goleman (1998), knowing the right thing to do went beyond training, book
knowledge, and directives. It was the principal’s ability to look at a situation or challenge an act
rather than react and to respond in a way that was best for those involved rather than in a
prescribed way. In education, this meant putting the needs of students first rather than the needs
and desires of governing forces.
According to Bennis (1991), Rutherford (1985), and Smith and Andrews (1989), putting
students and their needs first is an important first step if principals are to have the wisdom of
knowing the right thing to do. East High School’s principal, Edward Cavalier, in Rochester,
New York, pointed out that educators and parents must have hope for students’ futures even
when they might reach the point of exasperation over some students' behavior and poor choices.
He agreed that sometimes the choices students made had devastating effects on their futures; yet,
if parents and educators lost hope and broke their commitment to them, the communication could
be lost that might make the difference in whether or not they stayed committed to school
(Bencivenga & Elias, 2003).
When James Cameron, the director of the movie Titanic, attended Stanford Collegiate
High School in Ontario, his biology teacher helped him and his friends form a theater group.
According to Simon (1997), this teacher told Cameron he had unlimited potential. Cameron
admitted that he never forgot those words, saying, “It meant something to have somebody
believe in you” (p. D-1) and he repeated those words to a reporter in an interview just before the
Titanic movie opened.
Believing in someone is a concern of the spirit and it matters in the classroom. Most
people can recall a teacher who encouraged them. When Levy (1997), a longtime coach of the
Buffalo Bills, announced his retirement on New Years’ Eve in 1997, someone asked him why he
had chosen to be a coach. He quoted words that a former teacher said to him when he asked the
teacher why she had chosen to teach, “Where else could I find such splendid company?” (n. p.).
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Everyone must make the journey from nobody to somebody and many times it is only the
educator who can help along the journey. Educators must choose to emphasize and to cultivate
something special in a child or the dream to learn will be lost forever. Goleman (1995) stated,
“There is much to be said for the constructive contribution of suffering to creative and spiritual
life; suffering can temper the soul. Too much of it, however, can be destructive” (p. 57).
According to Goleman (1995), when educators see themselves as the custodians not only of
academic standards but also of spiritual wellness among students, they juxtapose those values
that matter most in schools with those that are so intricately balanced in the human psyche.
Goleman (1995) stated,” In a very real sense, we have two minds, one that thinks and one that
feels” (p. 31). Over 50 years ago, Lewis (1947) argued for the legitimacy of emotions when he
evaluated his own lifelong experience as a teacher and concluded that the task of the modern
educator was not to cut down jungles but to irrigate deserts.

Inspiring a Shared Vision
It takes courage to hold a vision for an organization. Lezotte (1994) contended, “People
follow effective leaders because they share the leaders’ dreams, not because they are afraid of
what would happen to them if they did not follow” (p. 22). Kouzes and Posner (2002a) found
that the most admired trait of a leader in America was honesty, followed by leaders who were
forward-looking or who had a vision of what can be. The authors acknowledged, “All
enterprises or projects, big or small, begin in the minds eye; they begin with imagination and
with belief that what’s merely an image can one day be made real” (p. 111).
Hoyle (2002) listed visioning, specifically, visioning with love as one of the six keys to
motivating individuals. Hoyle related that victory was possible in an organization when teams
believed in a set of core values and had a passion for excellence as they worked toward a
common shared vision.
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Stanley (1999) called the concept “visoneering” or the creation of a preferred future for
an organization or one’s life. Therefore, visioning was a needed leadership skill as Drucker
(2001) suggested, “The 21st century will surely be one of continuing social, economic, political
turmoil, and challenge” (p. 320).
Kouzes and Posner (2002a) suggested that leaders took people to places they had never
been before. The problem was that the future contained no freeways or highways, only a
wilderness. For the visionary leader, Kouzes and Posner (2002a) said that the most critical
knowledge was self-knowledge. Kouzes and Posner (2002a) stated that leaders transcended
present time and looked forward with direction and purpose and imagined how things were. The
authors continued by emphasizing that a vision must be clearly articulated to make it a reality.
Jones (1995) wrote that throughout history people have always hungered for something
bigger than themselves. Even the Bible referred to vision in Proverbs 29:18, “Where there is no
vision, the people perish.” Jones pointed out that Jesus gave the disciples a vision that was larger
than themselves and they gave up all for this higher purpose.
Hoyle (2002) contended, “For a vision to stick, a leader must continue by telling and
showing others how the vision will drive individual and organizational success” (p. 15). Hoyle
added that the vision must be driven by love and that visions offer up hope for a better tomorrow.
Fullan (2001) described the concept of the implementation dip as being an important part
of the successful school experience. According to Fullan (2001), a dip in performance and
confidence occurred as new skills and understandings were needed to effect change. Fullan
(2001) described the effective leader as one who was sensitive to the implementation process and
was aware that change was not a single event but a process. He also reminded that there was a
need to share information at all levels of an organization.
Gardner (1995) explained:
A leader is likely to achieve success only if he/she can construct and convincingly
communicate a clear and persuasive story; appreciate the nature of the audience(s),
including its changeable features; invest his/her own energy in the building and
maintenance of an organization; embody in his/her life the principal contours of the story;
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either provide direct leadership or find a way to achieve influence through indirect
means; and finally, find a way to understand and make use of, without being
overwhelmed by, increasing technical expertise. (p. 302)
Kouzes and Posner (2002a) advised leaders to spend time studying the future. They
stated that researchers had found that senior executives spent only about 3% of their time dealing
with creating a shared vision of the future for their organization.
Baron (as cited in Thompson, 1996) predicted that in the next decade nearly half of all
current principals within the United States would retire. Therefore, according to Baron, this
means that educators must take this opportunity to fill schools with dynamic, committed leaders
because they provide the key to whether schools will either win or lose the battle for excellence
in education.
According to Sass (1989), interpersonal communication skills, human relations, and
leadership were the most important skills for educational leaders. There was wide agreement on
the importance of these skills. Furthermore, it was also reported that the absence of these skills
was the major factor resulting in job loss. Davis (1998) surveyed California school
superintendents and found that the major reason most principals were fired was because of poor
interpersonal communications. He acknowledged that most people do not write about the dark
side of administration or what leaders do wrong.
DeVita, president of the Wallace Foundation, said, as she introduced the report How
Leadership Influences Student Learning, that leadership was second only to teaching among
school-related factors on the impact of students' learning (as cited in Leithwood et al., 2004).
Leithwood et al. established three conclusions from current literature about leadership:
1. Many labels that were used to identify different styles of leadership concealed the
generic functions of leadership.
2. Principals, superintendents, and teachers were all told to be “instructional leaders,”
but they were not given an indication about what that meant.
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3. There was a possibility that “distributed leadership” became no more than a slogan
without more thorough consideration. (p. 4)
Leithwood et al. suggested that three factors made up the core of successful leadership practices.
First, successful leaders set directions charting a clear course that everyone understands by
establishing high expectations and using data to track progress and performance. Next,
successful leaders develop people by providing staff members with the support and training they
need to succeed and by modeling best practices and beliefs. Finally, successful leaders redesign
their organization by ensuring that school conditions support learning and teaching.

Challenging the Process
“God grant me the serenity to accept the things I cannot change, the courage to change
the things I can, and the wisdom to know the difference” (Serenity Prayer, 2005).
Change is not new; humans have changed since the beginning of time. It is the speed of
change that challenges people. According to Bethel (1990), Rosabeth Moss Kanter coined the
term “change masters” and then defined these people and organizations as being adept at the art
of anticipating the need for and of leading productive change.

Enabling Others to Act
In today’s educational climate, it is not easy for the principal to create a sense of
belonging. The issue of teacher empowerment has emerged as an important one in current
educational practices. In addition to actual empowerment, teachers’ perceptions of their own
empowerment are important in revitalizing America’s schools. According to Cunningham and
Gresso (1993), teachers develop a perception of empowerment when they are allowed to use
their professional and collective wisdom. Teachers perceive they are empowered only when they
are allowed to be part of the decision-making process and have input.
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Wilkins (1989) acknowledged, “Competence in any organization can rarely be traced to a
single individual. Organizational competence typically resides in the relationships, norms,
memories, habits, and collective skills of a network of people” (p. 41). Organizational
competence is the total knowledge of the individuals and their ability to use the knowledge to
increase learning and improve the organization. Sergiovanni (2005) said that organizational
competence "strengthens the heartbeat of leadership" (p. 117). Without this collective
intelligence, it is doubtful that closing the achievement gap and resolving other intractable
problems will ever become more than wishful thinking (Sergiovanni, 2005).
Scholars have stated that organizational climate "dramatically affects not only the people
but also the performance and growth of the organization” (Humphrey, Litwin, & Wilson, 1978,
p. 87). Peters and Waterman (1982) added that the organizations considered to be successful had
leaders who promoted climates that encouraged interaction and participation. In addition,
according to Franklin (1975), the leader’s ability to project a climate that represents a high
degree of trust was particularly important to performance and productivity. The first mention of
climate was traced to Litwin, Lippitt, and White’s research in 1939 on the relationship between
leadership style and “social” climate (as cited in Schneider, 1990). Although this study
identified three leadership styles: autocratic, democratic, and laissez-faire, it did not provide an
explicit definition of climate (Schneider). Proverbs 16:13 stated, “Kings take pleasure in honest
lips; they value a man who speaks the truth” (Buzzell, 1998, p. 750).

Encouraging the Heart
The term “emotional intelligence” was coined by Goleman (1995) and the nation looked
beyond the brain for leadership with his book, Emotional Intelligence. Prior to Goleman's
(1995) work, an IQ score was the traditional notion of intelligence, but Goleman's (1995)
research indicated that the IQ was far less important than emotional intelligence. Goleman
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(1998) stated that emotional intelligence was another way of qualifying the old-fashioned word,
maturity.
Gibbs (2002) said that if one labeled or ranked people according to their social status,
financial power, or some other artificial standard, one was assigning value to what they have or
lack rather than valuing people for who they are. Gibbs elaborated:
One must understand that every person has intrinsic value, for in God’s eyes each of us is
a uniquely designed, one-of-a-kind miracle. I can draw my self-esteem from the fact that
God thinks I’m pretty special. I matter to Him--and so do you. (p. 185)
According to a Japanese proverb, “None of us are as smart as all of us” and as Maxwell and
Dornan (1997) observed, "If your life is in any way connected with other people, you are an
influencer" (p. 3).

The Leadership Practices Model
Kouzes and Posner (2002a) developed an outstanding model for leadership. Based upon
studies beginning in 1983, Kouzes and Posner (1995) developed the five practices of exemplary
leadership. Each practice contained two commitments woven into a core theme. The premise
was that, ultimately, leadership development was about the development of self. Therefore,
meeting the challenge of leadership was personal.
Kouzes and Posner (1995) built on their work from 1987 and published a second edition
of The Leadership Challenge that was designed as a guide for leaders. The first edition,
published in 1987, was a book based on survey research of more than 550 responses from
middle-level and senior-level managers from public- and private-sector organizations. For their
new study, Kouzes and Posner (1995) condensed the survey to a two-page document and
obtained responses from 780 managers. Additionally, they conducted 42 indepth interviews with
the research involving managers and nonmanagers from a variety of occupations.
After examining these “personal-best” experiences, Kouzes and Posner (1995) developed
a quantitative instrument called "The Leadership Practices Inventory" (p. xxii). They initially
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surveyed over 3,000 leaders and their constituents to determine the extent to which these leaders
exhibited these practices. The authors claimed to have expanded their database to over 10,000
leaders and 50,000 constituents.
Kouzes and Posner (1995) stated, “Leaders do exhibit certain distinct practices when
they’re doing their best" (p. xxiii). They also contended that leadership behavior varied little
from one discipline, profession, industry, community, and country to another; thus, “Good
leadership is an understandable and a universal process” (p. xxiii).
Kouzes and Posner (1995) began their initial research and surveys with business
organizations. They then expanded their research to include a much broader base of leaders.
Based on Kouzes’ and Posner’s (1995) research, if a leader wanted to get extraordinary results
accomplished in his or her organization, then the leader was engaged in the five practices of
exemplary leadership:
1. model a way,
2. inspire a vision,
3. challenge the process,
4. enable others to act, and
5. encourage the heart (p. 13).

Model a Way
According to Kouzes and Posner (1995), to be an authentic leader requires one to find his
or her voice. For a leader to not identify his or her voice is to end up with a vocabulary that
belongs to another leader. For the leader to find his or her unique and individual voice, the
leader engages in two essential practices: clarifying his or her values and expressing one's self
(Kouzes & Posner, 1995).
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Commitment One. Commitment One is to find one's voice by clarifying one's personal
values. Jacoby (2004) stated that as key players in educating youth, leaders must not only strive
for excellence in their work but must also pursue that excellence in the character of their
leadership. The terms ethics, virtues, and morals often are considered synonymous. According
to Jacoby, people are looking every day at the leaders around them and noting how those leaders
are affecting each person they contact.

Commitment Two. Commitment Two consists of modeling in a way to set an example for
others in the organization by aligning actions to shared visions. Basically, it is leaders doing
what they say they will do (Kouzes & Poser, 1995).
Reilly (2005) stated 10 specific behaviors to help leaders practice “walking the talk”:
1. Practice acting with intention;
2. practice grounding yourself by stating your vision and in a second sentence, practice
aligning that vision with personal beliefs and values;
3. practice surfacing your own beliefs by listening to the belief statements of others;
4. practice connecting with others by giving your full attention to the speaker;
5. practice your listening skills by observing what is not being verbalized;
6. practice speaking with authenticity, a prerequisite for inspiring others, by taking time
before important presentations or meetings to center yourself around your vision,
values, and beliefs, as well as those of your audience. Remind yourself that a leader
comes from the heart, not just the head;
7. practice connecting to the needs of your key constituents by making a list of what you
think they value and prioritizing what you think is most important to them;
8. practice maintaining integrity in your vision, values, and beliefs by periodically doing
a self-audit. Ask yourself what actions have I taken to support my vision?
9. practice courage by asking that some requests be put in writing; and
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10. practice courage by negotiating time frames and conditions of satisfaction for
completion of tasks. (pp. 20-27)

Inspire a Shared Vision
Commitment Three. Commitment Three is to envision the future and imagine the
possibilities. Kouzes and Posner (1995) suggested that a leader use the technique of
affirmations. According to the authors, this technique of a positive declaration is seeing the
desired state as already existing. It is about being a futurist.

Commitment Four. Commitment Four includes bringing others on board with the
common vision by appealing to what the leader and others aspire to have in common. This
commitment involves the leader building relationships with followers and then drafting a
common vision statement. Truby (citied in Kouzes and Posner, 2002a) found in a study of the
leadership characteristics of administrators in Christian schools that their Leadership Practices
Inventory scores were similar to the norms except that the inspire a shared vision scores were
higher for Christian-school administrators than the norms reported by Kouzes and Posner (1995)
in public schools.

Challenge the Process
Commitment Five. Commitment Five is to search for opportunities to change, grow, and
improve in innovative ways. This involves creating meaningful challenges for others as the
leader seeks out meaningful challenges for himself or herself (Kouzes & Posner, 1995). When
there is positive rapport, trust, and respect between teachers and the principal, the likelihood of
improved pedagogy and increased student achievement is almost assured (Zimmerman &
Deckert-Pelton, 2003).
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Commitment Six. Commitment Six urges leaders to become experimental. The leader
also allows others to experiment in a risk-free and safe environment. According to Kouzes and
Posner (1995), the leader should not be afraid to admit that he or she has made a mistake.

Enable Others to Act
Commitment Seven. This commitment urges a fostering of collaboration through the
promotion of cooperative goals and through the building of trust. According to Kouzes and
Posner (1995), the word “we” needs to be on the lips of the leader. It is about collaboration
through trust with a leader being the first to trust.

Commitment Eight. Commitment Eight involves strengthening those around the leader
by the sharing of power and discretion. The leader should be ready to offer visible support for
others and look for ways to bring enrichment to the jobs of those in the organization. To enrich
others’ jobs, the leader must be sure that he or she allows the workplace to be a learning climate
where people are better educated. Kouzes and Posner (1995) explained, “Without education and
coaching, people are reluctant to exercise their authority, in part, because they don’t know how
to perform the critical task and in part out of fear of being punished for making mistakes” (pp.
307-308).
Evans (1996) coined the term "binary leadership" as a source of energy that emerged
from the obligations and commitments that define teachers' and administrators' reciprocal role
relationships. Evans said that principals and other designated leaders are essential to schools
working well. He elaborated:
There is always a powerful principal, someone with passion and presence (that is,
someone with conviction and confidence, not necessarily flamboyance), someone who
seems competent enough to make any system of governance work. In most cases, this
principal was one of the co-creators of the school’s shared-decision-making and
collaborative efforts. Some are more charismatic than others, some are better organized,
and some hold more firmly a “first among equals” status. But I have never known, and
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cannot imagine, a school in which empowerment and participation flourish over time
without a strong principal. (p. 242)
According to Evans, leadership that bubbles up and leadership that trickles down were both
critical. Evans pointed out that leadership that maintains and sustains must have both; one or the
other works for a time but does not endure.
Stevenson High School (2004) went through a reforming process that resulted in four
principles that the students, faculty, and administration maintained were necessary to gain both
smarter schools and smarter students. The principles were: cooperation, responsibility,
accountability, and empowerment. Empowering teachers contributed to ownership, increased
commitment, and increased motivation to work. Teachers reported that when they felt like
pawns rather than players who controlled their own behavior, they were likely to respond with
reduced commitment, mechanical behavior, indifference, and even dissatisfaction and alienation.
Collaborative cultures are designed to enhance empowerment among teachers; however,
empowerment does not leave teachers or anyone else free to do whatever they please.
Empowerment refers to obligation, duty, and accountability (Stevenson High School).

Encourage the Heart
Commitment Nine. Commitment Nine embraces having the leader recognize the
contributions of others by sharing appreciation. Realizing that people rise to a leader’s
expectations, Kouzes and Posner (1995) pointed out that the leader needs to be a supporter of the
Pygmalion concept. Once people perform at exemplary levels, they needed to receive public and
creative recognition. A leader should demonstrate thanks and appreciation at every possible
chance.

Commitment Ten. Commitment Ten is the leader leading the way in creating a spirit of
community. According to Kouzes and Posner (1995), he or she is a cheerleader and should find
multiple ways to celebrate and reward exemplary actions of those in the organization. Claudia
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Byrd, director of Bristol Speedway Children’s Charities, took a lesson directly from Kouzes and
Posner when she said, “I have a different yardstick to assess the impact we have made, I simply
look into the faces of the thousands of children our organization has assisted rather than
measuring by way of market share or bottom line profitability” (as cited in Bailey, 2005, p. 14).
Sergiovanni (2005) stated, “Strengthening the heartbeat of the organization is key to
building a culture of leadership and learning” (p. 2). Kouzes and Posner (2003a) reported little
significance in Leadership Practices Inventory scores between male and female respondents. All
five practices were self-reported at approximately the same frequency. The book about
leadership practice, Encourage the Heart, was reportedly read significantly more often by female
managers than by male managers. Long’s research (as cited in Kouzes and Posner, 2002a)
established that the Leadership Practices Inventory scores for female elementary-school
principals were self-reported as being higher than the scores of their male counterparts.
However, no significant relationships were found between the Leadership Practices Inventory
scores and gender by other researchers using the Leadership Practices Inventory as reported by
Kouzes and Posner (2002a). In 1999, Randall found that females reported higher scores than did
males (as citied in Kouzes and Posner, 2002a).

Summary
Meyer and Slechta (2002) asked leaders to acknowledge that the most important asset in
any organization was the people; therefore, leaders must put people first. Drucker (2001) agreed
when he implied that management was about people and that a leader’s task was to create
performance by playing effectively on a person's strengths so that the weaknesses were
irrelevant.
Amundson (1993) portrayed school principals as having tremendous responsibility for
educating future leaders and described this as a daunting task. The review of literature showed
that as public pressures continue to grow, educators are asked to function with fewer and fewer
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resources, and principals are faced with more responsibility to educate an increasingly diverse
student population while at the same time expected to solve the ills of society within the school
walls. From the review of literature, it was clear that the level of stress continues to increase for
the principals of the 21st century. Most local school districts and principals are aware of the
stress of leading a school unit and the need to take proactive action to reduce the possible
negative effects of stress. As Kouzes and Posner (2002a) suggested, it is important for future
educational leaders to develop self-knowledge so as to be the effective leaders that children need
and deserve.
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CHAPTER 3
RESEARCH METHODOLOGY

The purpose of this research was to investigate K-12 teachers’ perceptions of their
principals’ leadership practices and the principals’ perceptions of their leadership practices in
Sullivan County.
Data were collected by surveys from all willing teachers and principals to determine the
leadership practices of the principals in Sullivan County. An analysis was made using the
Leadership Practices Inventory (LPI) (self and observer) instrument (Kouzes and Posner, 2003).
Gall, Borg, and Gall (2002) reported that much of the research done in the educational field
involves gathering data through surveys.
The data compiled for this research project were gathered through the use of survey
techniques. This chapter is presented in four basic sections:
1. Population
2. Instrumentation
3. Data Collection Procedures
4. Data Analysis

Population
The population of this study consisted of the building head principals (29) and the
teachers (897) of Sullivan County. All of the participating schools were public schools and all
grade levels kindergarten through 12th grade were used. Those who participated included 576
teachers along with all 29 building head principals in Sullivan County.
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Instrumentation
The survey instrument used for gathering the data for the research is The Leadership
Practices Inventory (LPI) Self and Observer developed by James Kouzes and Barry Posner. The
latest 2003 version of the LPI was used in this research (see Appendices H & I). With over 18
years of research that has included 4,000 cases and over 200,000 surveys, the 2003 LPI is based
upon the latest findings of Kouzes and Posner (2003a). Kouzes and Posner (2003a) translated
the actions that make up the five practices of exemplary leadership into behavioral statements so
that managers and nonmanagers, across both private and public organizations, could assess their
skills and use the feedback to improve their leadership abilities. The LPI was developed “to
empirically measure the conceptual framework developed in the case studies of managers’
personal best experiences as leaders-times when they had accomplished something extraordinary
in an organization” (p. 125). The LPI is a 30-item instrument. Each statement in the LPI is
scored on a 10-point scale as follows (Kouzes & Posner, 2003b): (1) Almost never do what is
described in the statement; (2) Rarely; (3) Seldom; (4) Once in a while; (5) Occasionally; (6)
Sometimes; (7) Fairly often; (8) Usually; (9) Very frequently; (10) Almost always do what is
described in the statement.
The scale score for each of the five-leadership practices is created by summing numeric
responses of the statements included in each scale. The five leadership practices are: (a) model
the way, (b) inspire a shared vision, (c) challenge the process, (d) enable others to act, and (e)
encourage the heart. As elaborated on the Self-Form of the LPI, the items on the survey that
measure each of the five leadership practices are shown below:

Model the Way
1.

I set a personal example of what I expect of others.

6.

I spend time and energy making certain that the people I work with adhere to the
principles and standards we have agreed on.

11.

I follow through on the promises and commitments that I make.
45

16.

I ask for feedback on how my actions affect other people’s performance.

21.

I build consensus around a common set of values for running our organization.

26.

I am clear about my philosophy of leadership.

Inspire a Shared Vision
2.

I talk about future trends that will influence how our work gets done.

7.

I describe a compelling image of what our future could be like.

12.

I appeal to others to share an exciting dream of the future.

17.

I show others how their long-term interests can be realized by enlisting a common
vision.

22.

I paint the “big picture” of what we aspire to accomplish.

27.

I speak with genuine conviction about the higher meaning and purpose of our
work.

Challenge the Process
3.

I seek out challenging opportunities that test my own skills and abilities.

8.

I challenge people to try out new and innovative ways to do their work.

13.

I search outside the formal boundaries of my organization for innovative ways to
improve what we do.

18.

I ask “What can we learn?” when things don’t go as expected.

23.

I make certain that we set achievable goals, make concrete plans, and establish
measurable milestones for the projects and programs that we work on.

28.

I experiment and take risks, even when there is a chance of failure.

Enable Others to Act
4.

I develop cooperative relationships among the people I work with.

9.

I actively listen to diverse points of view.

14.

I treat others with dignity and respect.
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19.

I support the decisions that people make on their own.

24.

I give people a great deal of freedom and choice in deciding how to do their work.

29.

I ensure that people grow in their jobs by learning new skills and developing
themselves.

Encourage the Heart
5.

I praise people for a job well done.

10.

I make it a point to let people know about my confidence in their abilities.

15.

I make sure that people are creatively rewarded for their contributions to the
success of our projects.

20.

I publicly recognize people who exemplify commitment to shared values.

25.

I find ways to celebrate accomplishments.

30.

I give the members of the team lots of appreciation and support for their
contributions.

Self and Observer forms of the LPI were used in this study. Each leadership practice has a
potential scoring range of 6-60. Permission to use the LPI for this research was granted by Barry
Posner (see Appendix E).
Extensive research has been conducted on the Leadership Practices Inventory. As shown
in Table 1, both the self and observer forms of the Leadership Practices Inventory show good
internal reliability with Cronbach’s Alpha coefficients ranging from .75 to .92.
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Table 1
Kouzes and Posner Cronbach’s Alpha Reliability Coefficients for the Self and Observer Forms
Leadership Practice

Self

Observer

Challenge the Process

.80

.89

Inspire a Shared Vision

.87

.92

Enable Others to Act

.75

.88

Model the Way

.77

.88

Encourage the Heart

.87

.92

The means and standard deviations for each of the five Leadership Practices from the
Kouzes-Posner study are shown in Table 2.

Table 2
Kouzes and Posner Means and Standard Deviations for the Self and Observer Forms
Leadership Practice

M

SD

Challenge the Process
Self
Observer

43.9
44.4

6.8
9.1

Inspire a Shared Vision
Self
Observer

40.6
42.0

8.8
10.6

Enable Others to Act
Self
Observer

48.7
47.8

5.4
8.4

Model the Way
Self
Observer

47.0
47.5

6.0
8.5

Encourage the Heart
Self
Observer

43.8
44.9

8.0
10.2
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Data Collection Procedures
I obtained permission to conduct the study from the director of Sullivan County schools,
Mr. Glenn Arwood. At the end of the principals’ meeting in May, I passed out the principals'
survey to all principals. The purpose of the study was explained, confidentiality was assured,
and procedures and directions for completing the instrument were discussed in detail. Principals
were given the opportunity to ask questions concerning the survey instrument. Principals who
chose to complete the survey did so and then placed the competed survey in a box in the
conference room.
Principals hand-carried the teachers' surveys to their respective schools. The survey
included a cover letter (see Appendix G) that explained the research purpose, assured the
participants their participation was voluntary, and assured the participants complete anonymity.
Principals asked for a volunteer teacher to be responsible for passing out the surveys at a faculty
meeting to the willing participants. After the surveys were completed, teachers gave them to the
volunteer teacher. I went to the individual schools and picked up the completed surveys. The
completion and return of the surveys indicated that the participants signed consent statements.

Data Analysis
After the data collection was completed, the responses from the survey instruments were
analyzed using the statistical software package SPSS for Windows. The specific null hypotheses
and statistics used to answer each research question are presented below.

Research Questions and Hypotheses
1.

To what extent is there a difference between the self-reported leadership practices of
principals in the current study and the Kouzes-Posner norms for these leadership
practices?
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This research question was answered using a t test for independent samples for each of the five
leadership practices. The null hypothesis for each leadership practice is:
Ho1: There is no difference between the self-reported leadership practice of principals in
the current study and the Kouzes-Posner norms.
2.

To what extent is there a difference among elementary, middle, and high school
principals and principals’ leadership practices?

This question was analyzed using a one-way ANOVA. In the event the ANOVA was
statistically significant, the Tukey HSD post hoc test was used to determine which means were
different. The null hypothesis was:
Ho2: There is no difference among elementary, middle, and high school principals’
leadership practice.
3.

To what extent is there a difference between male and female principals and their
leadership practices?

This question was analyzed with a t test for independent samples. The null hypothesis for each
of the five leadership practices was:
Ho3: There is no difference between male and female principals and their leadership
practice.
4.

To what extent is there a difference among principals with masters, education specialist,
and doctoral degrees and their leadership practices?

One-way ANOVA was used to analyze this question. In the event the one-way ANOVA was
statistically significant, the Tukey HSD post hoc test was used to determine which means were
different. The null hypothesis tested for each practice was:
Ho4: There is no difference between principals with different types of degrees and their
leadership practice.
5.

Is there an association between principals’ age, number of years in their current position,
and number of years of service as a principal and leadership practices?
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This question was analyzed using Pearson’s correlation. The null hypothesis tested for each
practice included:
Ho51: There is no relationship between age and principals’ leadership practice.
Ho52: There is no relationship between the number of years in the current position and
leadership practice.
Ho53: There is no relationship between the number of years as a principal and leadership
practices.
6.

To what extent is there a difference between principals’ perceptions of their leadership
practices and their teachers’ perceptions of their principals’ leadership practices?

To analyze this question, paired t tests were conducted for each of the five leadership practices.
The null hypothesis for each leadership practice was:
Ho6: There is no difference between principals’ perceptions of their leadership practice
and their teachers’ perceptions of their practice.
7.

To what extent is there difference among elementary, middle, and high school teachers
and their perceptions of their principals’ leadership practices?

This question was analyzed using a one-way ANOVA. In the event the ANOVA was
statistically significant, the Tukey HSD post hoc test was used to determine which pairs of means
were different. The null hypothesis tested for each of the five leadership practices was:
Ho7: There is no difference among elementary, middle, and high school teachers and
their perceptions of their principals’ leadership practice.
8.

To what extent is there a difference between male and female teachers and their
perceptions of their principals’ leadership practices?

The t test for independent samples was used to analyze this question. The null hypothesis for
each leadership practice was:
Ho8: There is no difference between male and female teachers and their perceptions of
their principals’ leadership practice.
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9.

To what extent is there a difference among teachers with bachelor’s, master’s, education
specialists, and doctorate degrees and their perceptions of their principles’ leadership
practices?

The survey contained four categories of highest degree earned: (a) bachelor's, (b) master's, (c)
education specialist, and (d) doctorate. Because there were so few teachers with a specialist and
doctorate degree, these two categories were combined with master's degrees. Therefore, highest
degree had two groups: (a) teachers with bachelor’s and (b) teacher’s with master's and higher
degrees.
Research question 9 was analyzed using five t tests for independent samples, one for each
of the leadership practices. The categories of highest degree were: (a) teachers with bachelor's
and (b) teachers with a master's degree or higher. A t test for independent samples was used to
compare the two means, therefore five t tests were conducted to analyze research question 9.
The null hypothesis for each practice tested was:
Ho9: There is no difference among teachers with bachelor’s, master’s, education
specialist, and doctorate degrees and their perceptions of their principals’
leadership practice.
10.

Is there an association between teachers’ age, number of years in their current position,
and number of years of experience and teachers’ perceptions of principals’ leadership
practices?

Pearson’s correlation was used to answer this question. The null hypothesis for each of the
leadership practices was:
Ho101: There is no relationship between age and teachers’ perception of principals’
leadership practice.
Ho102: There is no relationship between the number of years teachers have been in their
current teaching position and their perceptions of their principals’ leadership
practice.
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Ho103: There is no relationship between the total number of years of experience in
education and teachers’ perceptions of their principals’ leadership practice.
11.

To what extent do male and female teachers evaluate their male and female principals’
leadership practices differently?

This question was answered using two t tests for independent samples. One t test was used to
determine if there was a difference between male and female teachers’ perceptions of their male
principals’ leadership practices. A second t test was used to determine if there is a difference
between male and female teachers’ perceptions of their female principals’ leadership practices.
The null hypotheses to be tested were:
Ho111: There is no difference between male and female teachers’ perceptions of their
male principals’ leadership practices.
Ho112: There is no difference between male and female teachers’ perceptions of their
female principals’ leadership practices.
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CHAPTER 4
PRESENTATION AND ANALYSIS OF DATA

“There are no mistakes, only lessons. Growth is a process of experimentation, a series of
trials, errors, and occasional victories. The failed experiments are as much a part of the process
as the experiments that work” (Carter-Scott, 1998, p. 33).

Introduction
The purpose of this study was to identify the differences of teachers’ perceptions and
principals’ perceptions of principals’ leadership practices. The 5 exemplary leadership practices
and 10 commitments of exemplary leadership that this study focused on were:
1. Model the Way
a. Find your voice by clarifying your personal values.
b. Set the example by aligning actions with shared values.
2. Inspire a Shared Vision
a. Envision the future by imagining exciting and ennobling possibilities.
b. Enlist others in a common vision by appealing to shared aspirations.
3. Challenge the Process
a. Search for opportunities by seeking innovative ways to change, grow, and
improve.
b. Experiment and take risks by constantly generating small wins and
learning from mistakes.
4. Enable others to Act
a. Foster collaboration by promoting cooperative goals and building trust.
b. Strengthen others by sharing power and discretion.
5. Encourage the Heart
a. Recognize contributions by showing appreciation for individual
excellence.
b. Celebrate the values and victories by creating a spirit of community.
Kouzes and Posner (2003a) translated the actions that make up the five practices of exemplary
leadership into behavioral statements so that managers and nonmanagers, across both private and
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public organizations could assess their skills and use this feedback to improve their leadership
abilities (Kouzes & Posner, 2003a). This translation turned into the Leadership Practices
Inventory (LPI), which has been called “the most reliable leadership development instrument
available today” (Kouzes & Posner, 2003a).
The research questions underlying and providing a research framework for the study are
as follows:
1. To what extent is there a difference between the self-reported leadership practices of
principals in the current study and the Kouzes-Posner norms for these leadership
practices?
2. To what extent is there a difference among elementary, middle, and high school
principals and principals’ leadership practices?
3. To what extent is there a difference between male and female principals and their
leadership practices?
4. To what extent is there a difference among principals with masters, education
specialist, and doctoral degrees and their leadership practices?
5. Is there an association between principals’ age, number of years in their current
position, and number of years of service as a principal and their leadership practices?
6. To what extent is there a difference between principals’ perceptions of their
leadership practices and their teachers’ perceptions of their principals’ leadership
practices?
7. To what extent is there difference among elementary, middle, and high school
teachers and their perceptions of their principals’ leadership practices?
8. To what extent is there a difference between male and female teachers and their
perceptions of their principals’ leadership practices?
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9. To what extent is there a difference among teachers with bachelor’s, master's,
education specialist, and doctorate degrees and their perceptions of their principles’
leadership practices?
10. Is there an association between teachers’ age, number of years in their current
position, and number of years of experience and teachers’ perceptions of principals’
leadership practices?
11. To what extent do male and female teachers evaluate their male and female
principals’ leadership practices differently?

Demographic Data
A form to gather demographics was completed by each teacher and principal who
volunteered to participate in the study (see Appendices A & B). Demographic data were
reported concerning respondents’ gender, age, highest educational level, year highest degree was
earned, whether the respondent was currently working on a graduate degree, and if so, which
degree, total years of experience, and number of years in current position.

Description of the Population
There are 29 elementary, middle, and high schools within Sullivan County, located in
upper Northeast Tennessee. The population consisted of 897 teachers and 29 principals. From
the pool of teachers, 576 responses were received along with 29 responses from principals. The
overall response rate for teachers was 64% and principals’ response rate was 100%.
Table 3 shows the number and percentage of each type of school included in the study.
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Table 3
Type of School
Type of School

N

%

Elementary

17

58.6

Middle

8

27.6

High School

4

13.8

29

100.0

Total

Table 4 shows demographics by gender of the principals and teachers in the study.

Table 4
Principal and Teacher Gender
Principals

Teachers

Gender

N

%

N

%

Male

20

69.0

115

20.3

9

31.0

452

79.7

Female

As indicated in Table 4, 69% of the principals were male whereas 20.3% of teachers were male.
The numbers and percentages for the highest degree earned for both principals and
teachers are shown in Table 5.
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Table 5
Principal and Teacher Highest Degree Earned
Principals
Degree

Teachers

N

%

N

%

0

0.0

205

36.3

18

62.1

342

60.6

Ed Specialist

6

20.7

13

2.3

Doctorate

5

17.2

4

.7

29

100.0

564

100.0

Bachelor's
Master's

Total

Whereas 3 (10.3%) of the principals indicated they were currently working on a graduate
degree in education, none indicated which graduate degree they were seeking. Almost 10% of
teachers (N = 56) indicated they were currently working on a graduate degree in education. Of
these 56 teachers, 41 (73.2%) stated they were currently working on a master's degree, while 7
(12.5%) were working on a specialist degree, and 8 (14.3%) were working on a doctorate.
Table 6 shows the descriptive statistics for principals' and teachers’ age, number of years
since the highest degree was earned, number of years in the current position, and the total
number of years experience in education.
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Table 6
Descriptive Statistics for Principal and Teacher Age and Years of Experience
Principals

Teachers

N

M

SD

N

M

SD

Age

24

50.8

5.8

525

44.2

10.3

Number Years Since Highest Degree Earned

27

13.9

6.7

536

14.8

10.4

Number Years in Current Position

29

6.2

4.8

552

10.9

9.3

Total Years Experience

29

8.7

5.9

554

17.0

10.6

Cronbach’s alpha reliability coefficients for principals’ self-reported leadership practices
(self) and their teachers’ perceptions of their principals’ leadership practices (observer) are
shown in Table 7. The reliability coefficients were all within an acceptable range, ranging from
.81 to .96.

Table 7
Cronbach’s Alpha Reliability Coefficients for Principals and Teachers
Leadership Practice

Principals

Teachers

Model The Way

.81

.92

Inspire a Shared Vision

.87

.95

Challenge the Process

.81

.95

Enable Others to Act

.82

.93

Encourage the Heart

.88

.96
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Research Question #1
To what extent is there a difference between the self-reported leadership practices of
principals in the current study and the Kouzes-Posner norms for these leadership practices?
The null hypothesis for each leadership practice was:
Ho1: There is no difference between the self-reported leadership practice of principals in
the current study and the Kouzes-Posner norms.
Table 8 shows the descriptive statistics for the principals’ self-reported leadership
practices in the current study and the Kouzes-Posner norms for these five leadership practices.

Table 8
Descriptive Statistics for Principals’ Self-Reported Leadership Practices and the Kouzes Posner
Norms

Leadership Practice

N

Principals
M

SD

Kouzes and Posner Norms
N
M
SD

Model the Way

29

54.21

4.30

1256

47.02

7.10

Inspire a Shared Vision

29

50.48

6.03

1252

44.34

8.79

Challenge the Process

29

49.88

6.06

1257

46.12

7.22

Enable Others to Act

29

54.28

4.56

1256

49.40

6.42

Encourage the Heart

29

52.31

5.84

1255

47.06

8.20

Table 9 shows the t test results for principals' self-reported leadership practices and the
Kouzes-Posner norms.
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Table 9
t Tests for Principals’ Self-Reported Leadership Practices and the Kouzes Posner Norms
t

df

p

Model the Way

5.433

1283

.001*

Inspire a Shared Vision

3.737

1279

.001*

Challenge the Process

2.788

1284

.005*

Enable Others to Act

4.073

1283

.001*

Encourage the Heart

3.431

1282

.001*

* significant at the .01 level

The t-tests results in Table 9 show that there was a significant difference between the
principals in the current study and the Kouzes and Posner norms for all five leadership practices.
In each case, the principals in the current study had higher means than the Kouzes and Posner
norms. Thus, all five null hypotheses were rejected.

Research Question #2
To what extent is there a difference among elementary, middle, and high school
principals and principals’ leadership practices?
The null hypothesis for each leadership practice was:
Ho2: There is no difference among elementary, middle, and high school principals’
leadership practice.
Table 10 shows the descriptive statistics for elementary, middle, and high school
principals’ self-reported leadership practices.
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Table 10
Descriptive Statistics for Elementary, Middle, and High School Principals’ Self-Reported
Leadership Practices
Leadership Practice

Type Principal

N

M

SD

Model the Way

Elementary
Middle
High School

17
8
4

54.71
54.13
52.25

3.460
5.276
6.131

Inspire a Shared Vision

Elementary
Middle
High School

17
8
4

50.59
50.75
49.50

5.734
7.305
6.137

Challenge the Process

Elementary
Middle
High School

17
8
4

50.27
49.38
49.25

5.610
7.539
6.344

Enable Others to Act

Elementary
Middle
High School

17
8
4

54.76
54.13
52.50

3.945
6.010
4.509

Encourage the Heart

Elementary
Middle
High School

17
8
4

52.82
52.25
50.25

5.271
8.137
2.872

Table 11 shows that there were no statistically significant differences among elementary,
middle, and high school principals on any of the five leadership practices. Therefore, all five
null hypotheses in research question 2 were retained.
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Table 11
ANOVA for Elementary, Middle, and High School Principals’ Self-Reported Leadership
Practices
Leadership Practice

df

F

p

Model the Way

2, 26

.511

.606

Inspire a Shared Vision

2, 26

.059

.942

Challenge the Process

2, 26

.079

.924

Enable Others to Act

2, 26

.389

.681

Encourage the Heart

2, 26

.299

.744

Research Question #3
To what extent is there a difference between male and female principals and their
leadership practices?
The null hypothesis for each of the five leadership practices was:
Ho3: There is no difference between male and female principals and their leadership
practice.
The descriptive statistics for male and female principals’ self-reported leadership
practices are shown in Table 12.
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Table 12
Descriptive Statistics for Male and Female Principals’ Self-Reported Leadership Practices
Leadership Practice

Principal Gender

N

M

SD

Model the Way

Male
Female

20
9

52.90
57.11

4.483
1.833

Inspire a Shared Vision

Male
Female

20
9

49.55
52.56

5.960
5.981

Challenge the Process

Male
Female

20
9

48.40
53.18

5.707
5.787

Enable Others to Act

Male
Female

20
9

53.10
56.89

4.723
2.892

Encourage the Heart

Male
Female

20
9

51.30
54.56

6.457
3.468

Table 13 shows the results of t tests for male and female principals' leadership practices.

Table 13
t Tests for Male and Female Principals’ Leadership Practices
Leadership Practice

t

df

p

Model the Way *

3.587

27

.001**

Inspire a Shared Vision

1.255

27

.220

Challenge the Process

2.077

27

.047**

Enable Others to Act

2.214

27

.035**

Encourage the Heart *

1.760

26

.090

* t test does not assume equal variances
** significant at the .05 level
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The results of the t tests in Table 13 reveal there were significant differences between
male and female principals for the leadership practices model the way, challenging the process,
and enable others to act. Therefore, the null hypotheses for these three leadership practices were
rejected. For model the way, the mean for female principals (M = 57.1) was over 4 points higher
than the mean for male principals (M = 52.9). For challenging the process, the mean for female
principals (M = 53.2) was almost 5 points higher than the mean for male principals (M = 48.4).
The mean for female principals on enable others to act (M = 56.9) was almost four points higher
than the mean for male principals (M = 53.1).
There was no significant difference between male and female teachers’ leadership
practices for inspire a shared vision or encourage the heart. Therefore, these two null hypotheses
were retained.

Research Question #4
To what extent is there a difference among principals with masters, education specialist,
and doctoral degrees and their leadership practices?
The null hypothesis tested for each practice was:
Ho4: There is no difference between principals with different types of degrees and their
leadership practice.
Table 14 shows the descriptive statistics for principals’ self-reported leadership practices
by the highest degree earned.
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Table 14
Descriptive Statistics for Principals’ Self-Reported Leadership Practices by Highest Degree
Earned
Leadership Practice

Degree

N

M

SD

Model the Way

Masters
Specialist
Doctorate

18
6
5

54.33
52.17
56.20

4.116
5.456
3.033

Inspire a Shared Vision

Masters
Specialist
Doctorate

18
6
5

50.83
49.00
51.00

5.305
7.849
7.314

Challenge the Process

Masters
Specialist
Doctorate

18
6
5

50.26
46.67
52.40

5.377
7.090
6.877

Enable Others to Act

Master
Specialist
Doctorate

18
6
5

54.50
51.50
56.80

3.944
6.091
3.564

Encourage the Heart

Master
Specialist
Doctorate

18
6
5

53.50
49.00
52.00

4.190
8.414
7.246

Table 15 shows the ANOVA results for principals' self-reported leadership practices by
highest degree earned.
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Table 15
ANOVA for Principals’ Self-Reported Leadership Practices by Highest Degree Earned
df

F

p

Model the Way

2, 26

1.239

.306

Inspire a Shared Vision

2, 26

.218

.806

Challenge the Process

2, 26

1.342

.279

Enable Others to Act

2, 26

2.051

.149

Encourage the Heart

2, 26

1.382

.269

Table 15 shows there were no statistically significant differences among principals with
masters, specialist, and doctorate degrees on any of the five leadership practices. Therefore, all
five null hypotheses were retained. However, although there were no statistically significant
differences, it is interesting to note that principals with a specialist degree had the lowest means
on all five leadership practices, whereas principals with doctorate degrees had the highest means
on four of the five leadership practices.

Research Question #5
Is there an association between principals’ age, number of years in their current position,
and number of years of service as a principal and leadership practices?
The null hypothesis tested for each practice was:
Ho51: There is no relationship between age and principals’ leadership practice.
Ho52: There is no relationship between the number of years in the current position and
leadership practice.
Ho53: There is no relationship between the number of years as a principal and leadership
practices.
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Table 16 shows that none of the correlations was statistically significant at the .05 level.
Therefore, all five null hypotheses were retained. However, while not statistically significant,
there was a somewhat positive relationship between age and model the way (r = .34) and
between age and enabling others to act (r = .36). It is possible these correlations were not
statistically significant because of the small sample size for principals.

Table 16
Correlations for Principals’ Age, Years in Current Position, and Years as Principal With
Principals’ Self-Reported Leadership Practices
Leadership Practice

Age

Number of Years in
Current Position

Number of Years as
Principal

Model the Way

.342

.111

.152

Inspire a Shared Vision

.038

.179

.081

Challenge the Process

.208

.276

.211

Enable Others to Act

.358

.083

.117

Encourage the Heart

.093

-.093

-.221

Research Question #6
To what extent is there a difference between principals’ perceptions of their leadership
practices and their teachers’ perceptions of their principals’ leadership practices?
The null hypothesis for each leadership practice was:
Ho6: There is no difference between principals’ perceptions of their leadership practice
and their teachers’ perceptions of their practice.
Table 17 shows the mean comparisons for principals’ self-reported leadership practices
and their teachers’ perceptions of their principals’ leadership practices.
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Table 17
Descriptive Statistics for Teachers’ and Principals’ Perceptions of Principals’ Leadership
Practices
Leadership Practice

M

N

SD

Pair 1

Teacher the Model Way
Principal Model the Way

48.85
54.07

28
28

6.786
4.320

Pair 2

Teacher Inspire a Shared Vision
Principal Inspire a Shared Vision

47.98
50.36

28
28

8.150
6.099

Pair 3

Teacher Challenge the Process
Principal Challenge the Process

46.84
49.74

28
28

8.370
6.119

Pair 4

Teacher Enable Others to Act
Principal Enable Others to Act

49.89
54.21

28
28

7.221
4.622

Pair 5

Teacher Encourage the Heart
Principal Encourage the Heart

48.39
52.25

28
28

8.042
5.936

The results of the paired t tests for principals’ self-reported leadership practices and their
teachers’ perceptions of their principals’ practices are presented in Table 18.
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Table 18
Paired t Tests for Principals’ and Teachers’ Perceptions of Principals’ Leadership Practices
Paired Differences
Leadership Practice

M

SD

t

df

p

Pair 1

Model the Way

5.22

7.350

3.761

27

.001*

Pair 2

Inspire a Shared Vision

2.37

8.040

1.562

27

.130

Pair 3

Challenge the Process

2.89

8.507

1.799

27

.083

Pair 4

Enable Others to Act

4.32

7.698

2.971

27

.006*

Pair 5

Encourage the Heart

3.86

9.034

2.261

27

.032*

* significant at the .05 level

The findings shown in Table 18 indicate there were significant differences between
principals and their teachers on the leadership practices for model the way, enable others to act,
and encourage the heart. Therefore, the null hypotheses for model the way, enable others to act,
and encourage the heart were rejected. For modeling the way, the mean for teachers was over 5
points lower than the mean for principals. For enabling others to act, the teachers’ mean was
slightly over 4 points lower than the mean for principals. For encourage the heart, teachers
evaluated their principals almost 4 points lower than principals’ self-evaluation on this practice.
There were no statistically significant differences between the self-reported practices of
principals and teachers’ perceptions of their principals for inspire a shared vision and challenge
the process. Thus, the null hypotheses for inspire a shared vision and challenge the process were
retained.

Research Question #7
To what extent is there difference among elementary, middle, and high school teachers
and their perceptions of their principals’ leadership practices?
The null hypothesis tested for each of the five leadership practices was:
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Ho7: There is no difference among elementary, middle, and high school teachers and
their perceptions of their principals’ leadership practice.
Table 19 shows the descriptive statistics for elementary, middle, and high school
teachers’ perceptions of their principals’ leadership practices.

Table 19
Descriptive Statistics for Elementary, Middle, and High School Teachers’ Perceptions of Their
Principals’ Leadership Practices
Leadership Practice

Type of Teacher

N

M

SD

Elementary
Middle
High School

288
120
156

51.06
45.45
49.26

10.664
11.282
10.203

Inspire a Shared Vision Elementary
Middle
High School

289
119
158

50.49
45.31
48.19

11.565
11.843
11.182

Challenge the Process

Elementary
Middle
High School

282
116
150

49.46
43.94
46.93

11.731
11.810
12.007

Enable Others to Act

Elementary
Middle
High School

286
122
160

51.91
48.93
48.71

10.849
9.676
10.925

Encourage the Heart

Elementary
Middle
High School

284
120
152

50.15
47.18
47.34

12.921
10.353
12.278

Model the Way

The ANOVA results shown in Table 20 indicate that there was significant difference
among the types of teachers (elementary, middle, and high school) and their perceptions of their
principals’ leadership behaviors for all five leadership practices. Therefore, all five null
hypotheses were rejected.
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Table 20
ANOVA for Elementary, Middle, and High School Teachers’ Perceptions of Their Principals’
Leadership Practices
Leadership Practice

df

F

p

Model the Way

2, 561

11.707

.001*

Inspire a Shared Vision

2, 563

8.806

.001*

Challenge the Process

2, 545

9.277

.001*

Enable Others to Act

2, 565

6.069

.002*

Encourage the Heart

2, 553

3.874

.021*

* significant at the .05 level

A significant probability for ANOVA indicates only that at least one pair of means is
different. To determine which pairs of means were different, the Tukey HSD post hoc test was
used.
The results of the Tukey HSD tests for model the way showed there was a difference
between the means of middle school teachers and elementary teachers and between middle
school teachers and high school teachers. In each instance, the mean for middle school teachers
was lower than the mean for elementary and high school teachers. There was no difference in
the means of elementary and high school teachers for model the way.
The post hoc tests for inspire a shared vision and challenge the process showed there was
a significant difference between the means of middle school teachers and elementary school
teachers. For these two leadership behaviors, elementary school teachers had a higher means
than did middle school teachers. High school teachers did not show a statistically significant
difference from either elementary or middle school teachers in their perceptions of their
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principals’ leadership practices for inspire a shared vision and challenge the process leadership
practices.
For enable others to act and encourage the heart, the results of the Tukey HSD post hoc
tests showed there was a significant difference between elementary and middle school teachers
as well as between elementary teachers and high school teachers. For both practices, elementary
school teachers had higher means than did middle and high school teachers. There was no
statistically significant difference between the means of middle and high school teachers on
enable others to act and encourage the heart.

Research Question #8
To what extent is there a difference between male and female teachers and their
perceptions of their principals’ leadership practices?
The null hypothesis for each leadership practice was:
Ho8:

There is no difference between male and female teachers and their perceptions of
their principals’ leadership practice.

Table 21 shows the descriptive statistics for male and female teachers’ perceptions of
their principals’ leadership practices.
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Table 21
Descriptive Statistics for Male and Female Teachers’ Perceptions of Their Principals’
Leadership Practices
Leadership Practice

Teacher Gender

N

M

SD

Model the Way

Male
Female

111
444

49.47
49.76

10.065
10.684

Inspire a Shared Vision

Male
Female

111
446

49.60
49.05

9.688
11.600

Challenge the Process

Male
Female

105
434

47.54
48.12

10.709
11.778

Enable Others to Act

Male
Female

112
447

50.86
50.76

9.170
10.467

Encourage the Heart

Male
Female

107
440

50.17
48.96

9.478
12.276

Table 22 shows t test results for male and female teachers' perceptions of their principals'
leadership practices.

Table 22
t Tests for Male and Female Teachers’ Perceptions of Their Principals’ Leadership Practices
Leadership Practice

t

df

p

Model the Way

.257

553

.797

Inspire a Shared Vision *

.513

197

.608

Challenge the Process

.460

537

.646

Enable Others to Act

.094

557

.926

Encourage the Heart *

1.108

202

.269

* t test does not assume equal variances
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The t-test results in Table 22 shows there were no statistically significant differences
between male and female teachers on any of the five leadership practices of their principals.
Therefore, all five null hypotheses were retained.

Research Question #9
To what extent is there a difference among teachers with bachelor’s, master’s, education
specialists, and doctorate degrees and their perceptions of their principles’ leadership practices?
For this research question, there were an insufficient number of cases in the specialist
(n = 13) and doctorate (n = 4) categories to analyze the data using all four categories of teacher
degrees. Therefore, a new variable was created that had only two categories: bachelor's versus
master's, specialist, and doctorate. t tests for independent samples were used to analyze the
research question. The null hypothesis tested for each practice was:
Ho9: There is no difference among teachers with bachelor’s, master’s, education
specialist, and doctorate degrees and their perceptions of their principals’
leadership practice.
Table 23 includes the descriptive statistics for teachers’ perceptions of their principals’
leadership practices by teachers with a bachelor’s degree and teachers with a higher degree.
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Table 23
Descriptive Statistics for Teachers’ Perceptions of Their Principals’ Leadership Practices by
Teacher Highest Degree Earned
Leadership Practice

Degree Earned

Model the Way

N

M

SD

Bachelor's
Master's or higher

200
352

50.20
49.49

10.835
10.358

Inspire a Shared Vision

Bachelor's
Master's or higher

203
351

49.69
48.95

11.184
11.202

Challenge the Process

Bachelor's
Master's or higher

195
341

48.76
47.65

11.613
11.518

Enable Others to Act

Bachelor's
Master's or higher

200
356

51.13
50.57

10.640
10.054

Encourage the Heart

Bachelor's
Master's or higher

198
346

49.32
49.16

12.117
11.634

Table 24 shows the results of the t tests for independent samples.

Table 24
t tests for Teachers’ Perceptions of Their Principals’ Leadership Practices by Teachers Highest
Degree Earned
Leadership Practice

t

df

p

Model the Way

.757

550

.449

Inspire a Shared Vision

.758

552

.449

Challenge the Process

1.076

534

.282

Enable Others to Act

.617

554

.538

Encourage the Heart

.149

542

.882
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Because the probabilities (p) are all greater than the .05 level, all null hypotheses were
retained. That is, there was no significant difference between teachers with bachelor’s degrees
and those with a higher degree on any of their perceptions of their principals’ leadership
practices

Research Question #10
Is there an association between teachers’ age, number of years in their current position,
and number of years of experience and teachers’ perceptions of principals’ leadership practices?
The null hypothesis for each of the leadership practices was:
Ho101: There is no relationship between age and teachers’ perception of principals’
leadership practice.
Ho102: There is no relationship between the number of years teachers have been in their
current teaching position and their perceptions of their principals’ leadership
practice.
Ho103: There is no relationship between the total number of years of experience in
education and teachers’ perceptions of their principals’ leadership practice.
Table 25 presents Pearson’s correlations between teachers age, years in current position,
and total years experience with leadership practices.
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Table 25
Pearson’s Correlations Between Teachers' Age, Years in Current Position, and Total Years
Experience With Leadership Practices

Model the Way

.002

Years in Current
Position
-.087*

Inspire a Shared Vision

.008

-.076

-.012

Challenge the Process

.013

-.064

-.005

Enable Others to Act

-.018

-.101*

-.028

Encourage the Heart

.023

-.087*

-.005

Leadership Practice

Teacher Age

Total Years
Experience
-.025

* significant at the .05 level

As shown in Table 25, there were no statistically significant correlations between the
total number of years teachers taught and the five leadership practices. In addition, there were no
significant relationships between teachers' age and the five leadership practices. Therefore, these
null hypotheses were retained.
However, there were statistically significant relationships between the number of years
teachers were in their current position and their perceptions of their principals’ leadership
behaviors for model the way, enable others to act, and encourage the heart. Therefore, these
three null hypotheses were rejected. Each of these showed weak negative relationships.

Research Question #11
To what extent do male and female teachers evaluate their male and female principals’
leadership practices differently?
This question was analyzed using two t tests for independent samples. One t test was
used to determine if there is a difference between male and female teachers’ perceptions of their
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male principals’ leadership practices. A second t test was used to determine if there is a
difference between male and female teachers’ perceptions of their female principals’ leadership
practices. The null hypotheses tested were:
Ho111: There is no difference between male and female teachers’ perceptions of their
male principals’ leadership practices.
Ho112: There is no difference between male and female teachers’ perceptions of their
female principals’ leadership practices.
Table 26 shows the descriptive statistics comparing male and female teachers who had
male principals.

Table 26
Descriptive Statistics for Male and Female Teachers’ Perceptions of Their Male Principals’
Leadership Practices
Leadership Practice

Teacher Gender

Model the Way

N

M

SD

Male
Female

85
330

47.75
49.42

10.415
11.242

Inspire a Shared Vision

Male
Female

85
332

48.02
48.69

10.259
12.438

Challenge the Process

Male
Female

80
324

45.35
47.48

11.082
12.634

Enable Others to Act

Male
Female

86
333

50.03
51.25

9.755
10.459

Encourage the Heart

Male
Female

83
329

49.40
49.55

9.800
11.892
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Table 27 shows that, among teachers who had male principals, there was no difference
between female and male teachers’ perceptions of their male principals’ leadership practices.
Therefore, all five null hypotheses were retained.

Table 27
t Tests for Male and Female Teachers’ Perceptions of Their Male Principals’ Leadership
Practices
Leadership Practice

t

df

p

1.234

413

.218

Inspire a Shared Vision

.458

415

.647

Challenge the Process

1.383

402

.167

Enable Others to Act

.973

417

.331

Encourage the Heart *

.124

150

.902

Model the Way

* t test does not assume equal variances

Table 38 shows the descriptive statistics for male and female teachers’ perceptions of
their female principals’ leadership practices.
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Table 28
Descriptive Statistics for Male and Female Teachers’ Perceptions of Their Female Principals’
Leadership Practices
Leadership Practice

Teacher Gender

Model the Way

N

M

SD

Male
Female

26
114

55.08
50.75

6.209
8.845

Inspire a Shared Vision

Male
Female

26
114

54.77
50.11

4.811
8.677

Challenge the Process

Male
Female

25
110

54.56
50.01

5.034
8.563

Enable Others to Act

Male
Female

26
114

53.58
49.32

6.307
10.401

Encourage the Heart

Male
Female

24
111

52.83
47.22

7.878
13.250

Table 29 shows that among teachers who had female principals, there was a significant
difference between male and female teachers on all five leadership practices. Male teachers
evaluated their female principals’ leadership practices higher than female teachers evaluated
their female principals. Among teachers with female principals, all five null hypotheses were
rejected.
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Table 29
t Tests for Male and Female Teachers’ Perceptions of Their Female Principals’ Leadership
Practices
Leadership Practice

t

df

p

Model the Way *

2.941

52

.005**

Inspire a Shared Vision *

3.745

68

.001**

Challenge the Process *

3.511

61

.001**

Enable Others to Act *

2.707

61

.009**

Encourage the Heart *

2.752

56

.008**

* t test does not assume equal variances
** significant at the .01 level

Summary
Two major findings of this study were that principals reported significantly higher levels
of each leadership practice than reported in the Kouzes-Posner norms and significantly higher
than their teachers’ perceptions of their principals’ leadership practices on model the way, enable
others to act, and encourage the heart.
In addition, there was no difference between male and female teachers’ perceptions of
their male principals’ leadership practices. However, there were significant differences between
male and female teachers’ perceptions of their female principals’ leadership practices for all five
behaviors. In each case, male teachers evaluated their female principals’ leadership practices
higher than did female teachers.
There were no significant differences among elementary, middle, and high school
principals and their leadership practices. However, there were significant differences among
elementary, middle, and high school teachers’ perceptions of their principals.
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For model the way, middle-school teachers evaluated their principals lower than did both
elementary- and high-school teachers. However, there was no statistically significant difference
between elementary- and high-school teachers’ perceptions of their principals’ modeling the way
behavior.
For inspire a shared vision and challenge the process, elementary teachers evaluated their
principals higher than did middle-school teachers. There was no statistically significant
difference between elementary- and high-school teachers or between middle-school teachers and
high-school teachers.
For enabling others to act and encouraging the heart, elementary-school teachers
evaluated their principals higher than did both middle- and high-school teachers. However, there
was no statistically significant difference between middle- and high-school teachers’ evaluations
of their principals on enable others to act and encourage the heart.
With regard to gender, there were significant differences between male and female
principals’ self-reported practices on model the way, challenge the process, and enable others to
act. For these three practices, female principals’ means were higher than male principals’ means.
However, among teachers, there were no significant differences between male and female
teachers’ perceptions of their principals’ leadership practices.
There were no significant differences among principals with master's, specialist, and
doctorate degrees on any of the five leadership practices. In addition, there was no statistically
significant difference between teachers with bachelor’s degrees and teachers with higher degrees
and their perceptions of their principals’ leadership practices.
Among principals, there was no association between their self-reported leadership
practices and age, number of years in their current position, and total years of experience.
Among teachers, there were significant relationships between teachers’ number of years in the
current position and their perceptions of their principals’ behaviors on model the way, enable
others to act, and encourage the heart. However, these relationships were weak negative
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relationships. There was no statistically significant difference between teachers’ perceptions of
their leadership practices and teachers’ age and total number years of experience.
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CHAPTER 5
SUMMARY OF FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS

“Nobody has all the answers. Knowing that you do not know everything is far wiser than
thinking that you know a lot when you really don’t” (Heider, 1986, p. 141).

Summary
Principals occupy a critical position as leaders of our nation’s public schools. Principals
are measured by the degree in which they are successful in managing and leading their schools
effectively. Recent shortages in principals and in aspiring candidates for the principalship has
signaled a concern that the position may no longer be manageable as currently structured.
This study focused on the differences of the principals’ leadership style from the
principals’ perceptions and also from the teachers’ perceptions. After a summarization of the
study, the findings and limitations are presented in this chapter and a discussion is provided.
Recommendations for future research are also presented.
The purpose of this study was to ascertain the perceptions, similarities, and differences in
leadership practices of Sullivan County school principals by comparing the reports by principals
to the reports by teachers.
The Leadership Practices Inventory (LPI) was used to gather information regarding the
principals’ leadership behaviors. The LPI was developed by Kouzes and Posner (1999) “to
empirically measure the conceptual framework developed in the case studies of managers’
personal best experiences as leaders—times when they had accomplished something
extraordinary in an organization” (p. 495). Kouzes and Posner (1999) developed the Leadership
Practices Inventory using quantitative and qualitative research. The results of their initial work
revealed:
85

The fundamental pattern of leadership behavior that emerges when people are
accomplishing extraordinary things in organizations is best described by the following
five practices: challenging the process, inspiring a shared vision, enabling others to act,
modeling the way, and encouraging the heart. (p. 30)
The 5 practices and 10 commitments of exemplary leadership that this study addressed
are as follows:
1. Model the Way: credibility of leadership and setting examples
a. Find your voice by clarifying your personal values.
b. Set the example by aligning actions with shared values.
2. Inspire a Shared Vision: the leaders ability to “envision the future,” to enlist others,
to make a difference, and to create a common vision.
a. Envision the future by imagining exciting and ennobling possibilities.
b. Enlist others in a common vision by appealing to shared aspirations.
3. Challenge the Process: Focuses on the leaders’ ability to search for opportunity by
seeking innovative ways to change, to grow, to innovate, and to improve.
a. Search for opportunities by seeking innovative ways to change, grow, and
improve.
b. Experiment and take risks by constantly generating small wins and
learning from mistakes.
4. Enable others to Act: Gives attention to the leaders’ ability to “strengthen others”
by sharing power and providing choice and by making each person feel competent
and confident.
a. Foster collaboration by promoting cooperative goals and building trust.
b. Strengthen others by sharing power and discretion.
5. Encourage the Heart: pertains to the leaders’ actions regarding creating a spirit of
community celebrating victories, recognizing contributions, showing appreciation,
and demonstrating genuine acts of caring.
a. Recognize contributions by showing appreciation for individual
excellence.
Kouzes and Posner (2003a) translated the actions that make up the five practices of
exemplary leadership into behavioral statements so that managers and nonmanagers across both
private and public organizations could assess their skills and use this feedback to improve their
leadership abilities. This translation turned into the Leadership Practices Inventory (LPI) that
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has been called “the most reliable leadership development instrument available today” (Kouzes
& Posner, 2003b, p. 9).
Both educational and business leaders oftentimes fail because of their poor interpersonal
skills, poor decision making skills, and/or ineffective management of time, tasks, and people;
however, leaders with high levels of emotional intelligence are more successful (Davis, 1998).
Cacioppe (1997) summed up the relationship of emotional intelligence and leadership with the
following statement:
While concepts, rules, and ideas may help guide a person in training, a true leader carries
his/her mission in his/her heart; it is not external rules that make the person. The leader
models the way not by following outer form but by seeing their work as their way of
being. (p. 335)
Demographic data were also gathered and reported as to their possible influence
concerning respondents’ gender, age, highest educational level, year highest degree was earned,
whether the respondent was currently working on a graduate degree, and if so, which degree,
total years of experience, and number of years in current position.
The first step in the investigation was to secure permission (see Appendix C) from Mr.
Glenn Arwood director of Sullivan County school system to conduct the study with Sullivan
County principals. A letter of support was presented to this researcher by Mr. Arwood (see
Appendix D). Next, Kouzes and Posner’s Leadership Practices Self Inventory and Observer
Inventory was selected as the survey instruments and permission to use the survey was requested.
Approval was received from the authors (see Appendix E) and IRB approval (see Appendix F) at
East Tennessee State University was then obtained.
The participants of this study was comprised of principals in the Sullivan County school
system of upper Northeast Tennessee. From the teachers, 576 responses were received. The
overall response rate for teachers was 64% whereas the 29 principals’ response rate was 100%.
Statistical results were generated by using SPSS with statistical significance set at the .05 level.
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Findings
The 11 hypotheses were tested in the null format. The hypotheses were tested for
significance at the .05 level. The percentage of each type of school that participated in the study
was elementary 58.6%, middle-school 27.6%, and high school 13.8%. Concerning gender, 69%
of the principals were male whereas 20.3% of the teachers were male.
Three (10.3%) principals were currently working on a graduate degree in education.
Fifty-six teachers indicated they were working on a master's degree, whereas seven (12.5%) were
working on a specialist degree, and eight (14.3%) were working on a doctorate.
Two major findings of this study were that principals reported significantly higher levels
of each leadership practice than both Kouzes and Posner norms and their teachers’ perceptions of
their principals’ leadership practices. In addition, there were no differences between male and
female teachers’ perceptions of their male principals’ leadership practices. However, there were
significant differences between male and female teachers’ perceptions of their female principals’
leadership practices for all five behaviors. In each case, male teachers evaluated their female
principals’ leadership practices higher than did female teachers. There were no other significant
findings.
The findings from the study supported some previous research on leadership styles.
Fullan (1997) emphasized that in the last decade, the role of the school leader has become
increasingly complex, constrained, and ambiguous. Principals undertake numerous duties
related to various venues everyday and they are expected to satisfy people at all times in ways
that will foster good relationships in the future. These leaders can also read unspoken rules that
operate among people in the organization (Goleman, 1995).
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Conclusions
The findings show that the leadership practices in Sullivan County confirm the majority
of the literature reviewed for this study. This study, although it encompassed all of Sullivan
County, might or might not be a good representation of other school districts in Tennessee or
elsewhere.
The ethnic make up of the school system in the study was 98% White and 2% AfricanAmerican/Other and might not be indicative of many districts in the United States. Most of the
school systems in Tennessee have a low ethnic diversity; this may be an anomaly.
According to Abrams and Madaus (2003), “The 2001 reauthorization of the Elementary
and Secondary Education Act, also known as No Child Left Behind, carries testing and
accountability requirements that will substantially increase student testing and hold all schools
accountable for student performance” (p. 32). This, accordingly, holds principals responsible for
their schools.

Recommendations for Future Research
It is of utmost importance for today’s schools to have great leadership--perhaps, more so
than at any previous time in history. The literature indicated that the principalship continues to
grow increasingly stressful at a time when society is expecting greater accountability from public
schools and from the leadership of those schools. To complicate matters further, America is
facing a principal shortage (Erlandson, 2000). Stress and few rewards for enduring the stress
were often citied as reasons for qualified persons not entering the field of education and choosing
to become a principal.
The following recommendations for research are proposed:
1. Additional research in the area of principal leadership needs to be conducted. The
shortcomings of the population in this study hinder the ability of prediction outside
of this one school system.
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2. There is a need to collect systematic data at all levels of education on leadership.
We need further research on the various reasons some principals are successful and
other principals are not as successful.
3. A clearer definition of the role of school principal leadership is needed in order to
make diagnostic recommendations.

Recommendations for Practice
1. We need to offer more professional development to principals at the local, regional,
and state levels and then track and study these principals and the effects of their
training.
2. Support for principals through mentoring and other types of positive reinforcement
need to be put in place.
3. There are teacher leaders in every school and we need to look for future principals.
These teachers should be recognized early in their careers and encouraged and
supported to seek roles as principals who will practice the Kouzes and Posner Five
Leadership Practices.
In closing, this research has added to the body of knowledge in the area of school
leadership. The research should be beneficial to the director of schools as he prepares for
professional growth of the principals of Sullivan County. Much more will need to be done in
order to help mitigate the decline of aspirations for the principalship over the next few years.
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APPENDICES
APPENDIX A
Teacher Demographic Sheet
Be assured that all responses will be considered confidential and will be totally anonymous.
After the data have been collected, all questionnaires will be destroyed and only group summary
data will be reported. No individual employee will be identified in the research study.
Anonymity is guaranteed to the teachers who participate in this study.
1. Name of School ________________________________________________________
2. Gender:
_____ 1. Male
_____ 2. Female
3. What is your age? _____________
4. What is the highest degree you have earned?
_____ 1. Bachelor’s
_____ 2. Master’s
_____ 3. Specialist
_____ 4. Doctorate
5. In what year did you earn your highest degree? ___________ (year degree conferred).
6. Are you currently working on a graduate degree in education?
_____ 1. No
_____ 2. Yes
If yes, what degree are you pursuing?
_____ 1. Master’s
_____ 2. Specialist
_____ 3. Doctorate
7. Number of years in your current position, including this year ___________________.
8. Total years you have taught, including this year ________________.
9. Were you hired by the principal you are assessing?
_____ 1. Yes
_____ 2. No
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APPENDIX B
Principal Demographic Sheet

Be assured that all responses will be considered confidential and will be totally anonymous.
After the data have been collected, all questionnaires will be destroyed and only group summary
data will be reported. Confidentiality is guaranteed to all study participants.
1. Name of School _________________________________

2. Gender:
_____ 1. Male
_____ 2. Female
3. What is your age? _____________
4. What is the highest degree you have earned?
_____
_____
_____
_____

1.
2.
3.
4.

Bachelor’s
Master’s
Specialist
Doctorate

5. In what year did you earn your highest degree? _________ (year degree conferred)
6. Are you currently working on a graduate degree in education?
_____ 1. No
_____ 2. Yes
If yes, what degree are you working on?
_____ 1. Master’s
_____ 2. Specialist
_____ 3. Doctorate

8. Number of years in current position as principal, including this year ____________________.
7. Total years you have been a principal, including this year ________________.
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APPENDIX C
Letter Seeking Permission to Conduct Study
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APPENDIX D
Letter Granting Permission to Conduct Study
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APPENDIX E
Letter Granting Permission to Use Survey Instrument
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APPENDIX F
IRB Letter
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APPENDIX G
Cover Letter to Teachers

Dear Teachers,
I am the principal at Sullivan East High School, and a doctoral student at East Tennessee State
University. The purpose of this correspondence is to request your assistance with a research
project I am completing. The goal of my research is to determine whether Sullivan County
teachers’ perceptions of their principals’ leadership practices are consistent with the principals
own perceptions of his/her leadership practices. Surveys have also been given to Sullivan
County principals in order to gain comparative data. Mr. Glenn Arwood, our Director of school,
has approved this research.
This survey should take approximately five minutes to complete. Your input is essential to the
success of my study. All responses will be confidential. After collection of the data, all
questionnaires will be destroyed and only group summary data will be reported. Before you
answer these questions you should be aware that even though it’s unlikely you could be
identified; when my research is published, it is possibly you might be identifiable and for his
reason you may omit answering any question you do not feel comfortable with.
Your help with my research project is greatly appreciated. If you would please take the time to
complete the survey and return it to the designated teacher in your building, I would be most
grateful.
Sincerely,

Mary E. Rouse
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APPENDIX H
Leadership Practices Inventory--Self

LEADERSHIP PRACTICES INVENTORY
Reprinted with Permission, Copyright 2003 James M. Kouzes and Barry Z. Posner

To what extent do you typically engage in the following behaviors? Choose the response number that
best applies to each statement and record it in the box to the right of that statement.
1 = Almost Never

2 = Rarely

3 = Seldom

6 = Sometimes

7 =Fairly Often 8 = Usually

4 = Once in a While

5 =Occasionally

9 = Very Frequently

10 = Always

1

I set a personal example of what I expect of others

2

I talk about future trends that will influence how our work gets done.

3

I seek out challenging opportunities that test my own skills and abilities.

4

I develop cooperative relationships among the people I work with

5

I praise people for a job well done.

6
7

I spend time and energy making certain that the people I work with adhere to the principals
and standards we have agreed on.
I describe a compelling image of what our future could be like.

8

I challenge people to try out new and innovative ways to do their work.

9

I actively listen to diverse points of view.

10 I make it a point t o let people know about my confidence in their abilities.
11 I follow through on the promises and commitments that I make.
12 I appeal to others to share an exciting dream of the future.
13 I search outside the formal boundaries of my organization for innovative ways to improve
what we do.
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____

14 I treat others with dignity and respect.
15 I make sure that people are creatively rewarded for their contributions to the success of our
projects
16 I ask for feedback on how my actions affect other people’s performance.
17 I show others how their long-term interests can be realized by enlisting in a common vision.
18 I ask “what can we learn?” when things don’t go as expected.
19 I support the decisions that people make on their own.
20 I publicly recognize people who exemplify commitment to shared values.
21 I build consensus around a common set of values for running our organization.
22 I paint the “big picture” of what we aspire to accomplish.
23 I make certain that we set achievable goals, make concrete plans, and establish measurable
milestones for the projects and programs that we work on.
24 I give people a great deal of freedom and choice in deciding how to do their work.
25 I find ways to celebrate accomplishments.
26 I am clear about my philosophy of leadership.
27 I speak with a genuine conviction about the higher meaning and purpose of our work.
28 I experiment and take risks, even when there is a chance of failure.
29 I ensure that people grow in their jobs by learning new skills and developing themselves.
30 I give the members of the team lots of appreciation and support for their contribution.
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APPENDIX I
Leadership Practices Inventory--Observer

LEADERSHIP PRACTICES INVENTORY
Reprinted with Permission, Copyright 2003 James M. Kouzes and Barry Z. Posner

To what extent does your principal typically engage in the following behaviors? Choose the response
number that best applies to each statement and record it in the box to the right of that statement.
1 = Almost Never

2 = Rarely

3 = Seldom

6 = Sometimes

7 =Fairly Often 8 = Usually

4 = Once in a While

5 =Occasionally

9 = Very Frequently

10 = Always

1

Sets a personal example of what he/she expects of others

2

Talks about future trends that will influence how our work gets done.

3

Seeks out challenging opportunities that tests his/her own skills and abilities.

4

Develops cooperative relationships among the people he/she works with

5

Praises people for a job well done.

6
7

Spends time and energy making certain that the people he/she works with adhere to
the principals and standards we have agreed on.
Describes a compelling image of what our future could be like.

8

Challenges people to try out new and innovative ways to do their work.

9

Actively listens to diverse points of view.

10 Makes it a point to let people know about his/her confidence in their abilities.
11 Follows through on the promises and commitments that he/she makes.
12 Appeals to others to share an exciting dream of the future.
13 Searches outside the formal boundaries of his/her organization for innovative ways to
improve what we do.
14 Treats others with dignity and respect.
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____

15 Makes sure that people are creatively rewarded for their contributions to the success
of our projects
16 Asks for feedback on how his/her actions affect other people’s performance.
17 Shows others how their long-term interests can be realized by enlisting in a common
vision.
18 Asks “what can we learn?” when things don’t go as expected.
19 Supports the decisions that people make on their own.
20 Publicly recognizes people who exemplify commitment to shared values.
21 Builds consensus around a common set of values for running our organization.
22 Paints the “big picture” of what we aspire to accomplish.
23 Makes certain that we set achievable goals, make concrete plans, and establish
measurable milestones for the projects and programs that we work on.
24 Gives people a great deal of freedom and choice in deciding how to do their work.
25 Finds ways to celebrate accomplishments.
26 Is clear about his/her philosophy of leadership.
27 Speaks with a genuine conviction about the higher meaning and purpose of our work.
28 Experiments and take risks, even when there is a chance of failure.
29 Ensures that people grow in their jobs by learning new skills and developing
themselves.
30 Gives the members of the team lots of appreciation and support for their
contributions.
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